
MANAGEMENT PROPOSAL

Date:Bargaining Unit: 6

Exclusive Representative: CCPOA

Subject: ART¡CLE 4: STATE'S RIGHTS

4.01 Management Rights
A. Except as expressly abridged by any provision of this Agreement, the State and the

Departments reserve and retain all of their normal and inherent rights with respect to
management of their affairs in all respects in accordance with their responsibilities,
whether exercised or not, including, but not limited to, the rights to determine and,
from time to time, to redetermine the number, location, and type of work forces,
facilities, operations, and the methods, processes and equipment to be employed;
the scope of services to be performed, the method of service, assignment of duties,
and the schedule of work time and work hours, including overtime; to contract and
sub-contract existing and future work; to discontinue conduct of their mission or
operations in whole or in part; to determine whether and to what extent the work
required in their operations shall be performed by employees covered by this
Agreement; to transfer work and/or staff from, €+ to or within, either in whole or in
pañ, any of the work forces or facilities and locations; to determine the number,
types and classification of positions or employees assigned to program or project
unit; to establish and change work schedules, assignments and facil i t ies locations;
to hire, transfer, promote and demote employees; to lay off, terminate or otherwise
relieve employees from duty for lack of work or other legitimate reasons; to
suspend, discharge or discipline employees; to alter, discontinue or vary past
practices and otherwise to take such measures as the State, as the employer may,
determine to be necessary for the orderly, efficient and economical operation of the
Departments ef Yeuth \utherity and Gerreetiens.

B. The State has the sole authority to determine the purpose, mission and title of the
Departments and the amount and allocations of the budget.



MANAGEMENT PROPOSAL

Bargaining Unit: 6

Exclusive Representative: CGPOA

Date:

or the State.

employee designated as a CCPOA steward

subject: ARTIGLE 6: GRIEVANGE AND ARB|TRAT|ON pRocEDURE

6.01 Purpose

A. These is grievance and arbitration procedures shall be used to process and resolve
f€Fma++rritten grievances arising under this MOU
written grievanees.

B. The purposes of these is procedures are:
1. To resolve fermal written grievances informally at the lowest possible level,
and
2. To provide an orderly procedure for reviewing and resolving formal written
grievances promptly.

6.02 Definitions And Tvpes of Grievances

empl€yee;

AF.As used in these is-procedures, the term "CCPOA" means CCPOA. in its capacitv as
the exclusive representative of unit 6. The term "emplovee" means an emplor¡ee of un¡t o.
The term "party" means CCPOA, an employee
Ee A "CCPOA representative" refers to an
or a paid staff representative.

9. T!9 fgllgwino three (3) kinds of qrievances are the onlv qrievances coonizable under
this MOU. A qrievance not fallinq within one (1) of the followinq Oet¡nit¡ons ¡s not suU¡ect to
these grievance and arbitration procedures.

!AA "contract grievance" is a dispute between CCPOA and the State, or a dispute of
one (1) or more employees against the State, involving the interpretation, application or
enforcement of the express provisions of this MOU. A "contract qrievance" does not

anv form
Februarv 16. 2007 John Kaqel arbitration award is vacated.

!8. A "policy grievance" (a non-arbitrable grievance) is a dispute between one (1) or
more employees against the State, or a dispute between CCPOA and the State invoiving
subjects not covered by this agreement and not under the jurisdiction of the State
Personnel Board. A policy grievance may be processed only to Step 3 the Ðireeter's level
of these is grievance procedures unless otherwise capped at a loweiGvel.; The decision
rendered at Steo 3 shall be
not be appealed to steps 4 or 5 and. as such. is are not arbitrable.

!C.A "health and safety" grievance will include, but not be limited to, such matters as:
1. Unsafe structural conditions;
2. Defective or unsafe mechanical equipment;
3. Defective or unsafe electrical;



4. Health and environmental hazards including, but not limited to, contained
bio-hazard fluids;
5. Vector Control; and
6. Violation of acknowledged custodial rules or procedures which would
constitute a danger of safety to the employee, worksite or the public.

Health and safety grievances shall be filed directly at Step 2, the Appointing Authority's
level.

$ 6.025 State Personnel Board Jurisdiction

The following are merit system appeals under the jurisdiction of SPB, and are not grievable
or arbitrable under this MOU. Complainants or appellants are placed on notice that these
following items should be appealed directly to SPB unless an initial departmental appeals
process has been spelled out in the Youth Authority Administrative Manual (YAM) or the
CDCB Departmental Operations Manual (DOM):

1. Exam appeals;
2. Adverse Action appeals (Government Code Section 19570, et seq.);
3. Merit complaints;
4. Whistle-blower complaints;
5. Equal Employment Opportunity complaints (see the YAM or DOM);
6. Appointment appeals;
7. Withholdsfromcertif ication(backgroundinvestigations).

6.03 Time Limits
A. Each party involved in a fermalwritten grievance shall act quickly so that the grievance
may be resolved promptly. Every effort should be made to complete action within the time
limits contained in the grievance and arbitration procedures. However, with the rnutual
consent of the parties, the time limitation for any step may be modified exlended.

B. lf there has been no mutually agreed-upon time modification e)*ensi€Ð, failure to
respond to the grievance within the specified time tranres snatt allow the grievant or
CCPOA to elevate the file-a grievance to at the next level, except that onlv CCPOA shall
have the abilitv to elevate the matter to Step 4 or 5 of these qrievance and arbitration
procedures. lf such elevation this occurs, the higher level must respond to the grievance
and may not return it to a lower level.

6.035 Aqreement Not to Abuse Grievance and Arbitration Procedures

CCPOA aqrees that neither CCPOA nor its officers. emplovees or anv member of Unit 6 will
engaqe in. encouraqe. sanction, support or suqqest anv use of these qrievance and arbitration
procedures for purposes other than those identified in section 6.01 above and shall not utilize said
procedures to harass, intimidate or interfere with the operations of the State.



6.04 Freez¡nq of Gr¡evan
€-Where mass grievances are filed or arguably frivolous/redundant grievance activity is
occurring, the State or CCPOA may temporarily treeze all grievance time frames and processing
ofer those grievances alleged to be in this category. lf the State is-te invokes this section, the
State shall contact CCPOA headquarters, p+ier to inform CCPOA of the freezing of the grievances,
and to arrange a meeting between the local CCPOA Chapter, CCPOA headquarters staff,
institutional management staff, and departmental Labor Relations staff, to meet locally on these
issues and/or problems associated with the frozen grievances. This meetinq shall occur prior to
the grievances being unfrozen and the time frames reinstituted. The frozen qrievances shall be
unfrozen within fourteen (14) calendar davs of the aforementioned meetinq. gnee+n+s+e*ing

Once unfrozen, the State has an additional thirtv (30) budeen{l4) calendar days to
respond to the grievances. Dependinq upon the number and complexitv of the qrievances, the
parties mav aoree to extend the time in which the State has to respond @

6.048 lAlaive+-eFS.Éeps-Mutual Elevation
A-. The parties may mutually agree to waive elevate the a grievance p,r€€edsre to the
appropriate step for resolution.

6.047 Remand
C-A hiqher level,wit
lower levellAlwhere the State determines that the lower level is able to resolve the issue or
issues grieved. #he grievanee ean be redireeted frem the higher levelte the lewer leve{
witheut the higher levelanswering the merits ef the grievanee, but t Ihe lower level,
however. shall answer within the time frames allowed for the higher level, upon receipt of
an expedited transmittal. lf the grievant is dissatisfied with the lower level response, the
grievance can then be advanced to the next level above the higher levelthat remanded

the grievance, except that onlv CCPOA shall have the
abilitv to advance a matter to Steps 4 or 5 of these qrievance and arbitration procedures.
w¡+h-a A copy of the qrievance must be provided to the ¡nitia++igh€r level that remanded.

6.05 Presentation
At any step of the grievance procedure, CCPOA may request that the State representative hold a
grievance conference. lf the State representative agrees to hold a grievance conference and a
grievance conference is scheduled, the grievant and the one CCPOA representative may attend
without loss of compensation.

6.06 Employee Rights
Except as othenruise abridqed bv an provision of this Aqreement. each employee retains all rights
conferred by Section 3512, et seq., of the Ralph C. Dills Act.

6.07 Informal Discussion - Step 1
A. An employee grievance initially shall be discussed with the employee's involved
supervisor within twenty-one (21) calendar days of the alleged violation or after knowledge
of same reasonably should have been acquired. The involved supervisor shall render an
immediate response, if possible, or within seven (7) calendar days if he/she requires further
research.

B. lf it is clear that the supervisor does not have the authority to grant the grievance,
he/she must so state this fact to the grievant immediately on the appropriate worksheet.
(See Appendix ltem #1)



C. The involved supervisor's resolution of the grievance at Step 1 shall be non-
precedential.

6.08 Written Grievances

H= Grievances shall be filed in writing on a mutually negotiated grievance form provided by the
.State, and made readily accessible at each and every institution, facility, æmp and parole office.

6.085 Ferrral Written Grievance and Init ial Appeal- Step 2
A. lf a grievance is not resolved at Step 1 to the satisfaction of the grievant, a fermal
written grievance may be filed no later than wi+hin seven (7) calendar days after receipt of
the decision at Step 1.

B-However, if a €€POA grievance is not initiated at Step 1, the grievance must be filed
within twenty-one (21) calendar days of afre+ the event or circumstances allegedlv qivinq
fisejq eeeasiening the grievance, or within twenty-one (21) calendar days of tneãeged
vielatien er after when knowledge of the same reasonably should have been acquireã.
q€ A fermalwritten grievance shall be initiated in writing on the mutually negotiated
grievance form provided by the State, and shall be filed with the Appointing Autñority or
designee. Upon filing of the written grievance, the institution or parole reglon shall ãssign
the grievance a number in accordance with Appendix ltem#2.
qÐ. lf the grievance is not in the scope of authority of the Appointing Authority or
designee to grant, the grievant's CCPOA Job Steward may file the grievance direcgy at
Step 3 of the grievance process.

rcHfiìstâflGOS-

L E. Prior to formally responding to the grievance, there shall be a grievance conference
between the grievant (if not CCPOA), CCPOA and the Appointing Authority or designee,
subject to the provisions of Sections 6.03 and 6.040.
E F. Within twenty-one (21) calendar days after receipt of the fermal written grievance,
the Appointing Authority or designee shall investiqate the qrievance and providé a r€sp€nd
in writlening response. Oec¡s¡ons at tnis
level shal I be a+e+ensidered non precedential.

E C. Regardless of who files the grievance, a copy of the grievance and the response
shall be mailed by the Appointing Authority or designee to the appropriate office of CCpOA
and a copy hand delivered or mailed to the work address of the local CCPOA
representative. The hand deliverv, postmark qr fax transmission date shall determine the
date of the response.

G H. +his Step 2 shall be the final level of review for any grievance involving the contents
of a LOI or WlD, the contents of a performance appraisal, an alleged POBR violation, and
all Health and Safety grievances.

6.09 Fermal Appeal- Step 3
'{ lf the grievant is not satisfied with the decision rendered pursuant to Step 2, within
twentv-one (?1) calendar davs of receipt of the Steo 2 decision, the decision may Oè turtner
appealed as follows:

@ievanees,



4.2-lf the grievance alleges a violation of any€*læ+-s€€ti€{l of the MOU which
may^!e_qnpealed beyond the second level, the grievance may be appealed to the
CDCR/CYAI Secretary or DMH Ðepadmen+ Director or their Designee. a€Jelt€r¡#s+

ignee=
Bb. within twenty-one (21) calendar days after receipt of the appealed

grievance, the person designated as third level of appeal shall
investiqate the qrievance which mav include the schedulinq of a
Qrievance conference. CDCR/DMH shall render a written response
to the qrievance within twentv-one (21) calendar davs followinq tfre
qrievance conference or receipt of the appeal in thg even that no
conference is held. @ievanee, subjeet te ü-e

ee This Step 3 shall be the final level of review for all "policy" grievances
, applieatien er

. policv qrieyances mav
not be appealed to steps 4 or 5 and .as such, are not arbitrable.

Qd. Regardless of who files the grievance, a copy of the grievance and
said response shall be mailed by the Appointing Authority or
designee to the appropriate office of CCpOA.

!e. lf the grievance alleges a violation of the folrowing Mou sections:
2.03, 2.04, 2.09, 2.Q9, 5.Q3, 7 .04,  7.05, 7.06, 7 .07,  9.03, 9.06, 9.09,
10.02 (except D.) ,  10.08, 10.09, 10.18, 11.02,11.03, 11.06, 12.04
(except G.), 12.06, 14.05, 16.02, 16.04, 16.07, 17.03,17.06, 17.09,
17 .10 ,  17 .11  (except  F . ) ,  17 .19 ,  17 .14 ,  18 .01 ,  18 .eZ,  1g .03 ,  19 .01 ,
19.02, 1 9.03, 19.07, 20.01, 20.02, 21 .01, 21.02, 21 .04, 21 .05, 22.01,
22.02, 22.03, 23.02, 24.01, 24.09, 24.0 4 (except C.), 24.05, 24.09,
24.09, 24.10, 25.01, 25.02, CCPOA. consistent with the pre-
scheduled arbitration provisions of this Mou, mav appeal the
g rieva nce may+e-eppealed d i rectly to pre-sched u led a rbitration after
the third level response. The appealto arbitration shall be made by
sending a request for arbitration to the Director of DpA, or designee,
within twenty-one (21) calendar days of the third level response-. +he

e
edi€le,

6.10 Fermal Appeal - Step 4

A. lf the grievant is not satisfied with the decision rendered at Step 3, th+grievant CCPOA
may appeal the decision within twenty-one (21) calendar days after receipt of the decision as
follows:

1 lf the grievance alleges a violation of any the following sections of the MOU: 1.01, 2.01,
2.02,2.05, 2.06, 2.07, 2.10, 2.11,2.12, 2.13,3.01, 4.01, 4.02, 4.03,5.01, 5.02, 5.05, al l  sect ions in
Ar t i c le  v | ,7 .02 ,8 .01 ,8 .02 ,8 .05 ,8 .06 ,9 .04 ,9 .08 ,  9 .10 ,9 .12 ,  g .14 ,9 .15 ,9 .16 ,  10 .06 ,  10 .10 ,  10 .11 ,
10 .12 ,10 .13 ,  10 .14 ,10 .17 ,11 .09 ,  11 .11 ,11 .12 ,12 .01 ,12 .02 ,12 .03 ,13 .01 ,  13 .02 ,13 .03 ,  13 .11 ,
14.01,14.03, 14.04, all sections in Article XV (except 15.01 [2dparagraph], 1s.03,15.04 and
15.12(l)), 16.03, 17.Q2, 17 .12, (18.04 see+ppen¿¡x++Ð , 21.06, zo.ót leicept K.), 27.01 , 27 .02,
27.03, the grievance must be appealed to the Director of DPA, or designee wìtnin twenty-one (2i)
calendar days after receipt of the decision at the third level. Within twenty-one (21) caleñdar Oays
after receipt of the appealed grievance, the Director of DPA or designee éhall investiqate the

of DPo f a



followinq the qrievance conference or receipt of the appeal in the event that no conference is held.

B. DPA and CCPOA representatives agree to hold quarterly grievance settlement meetings to
facilitate the resolution of specific grievances received at the fourth level.

the feurth level that prevides in whele; er in part; a remedy fer the eentraet vielatien.alleged in the

direetives set ferth in the grievanee respense, the unien may eempel the erfereer¡rent er
+

unimplemented feurth level grievanee remedy, and upen a shewing that the remedrremains
unenfereed er unimplemented fer a peried ef fifteen (15) days f.elle¡¡ring the date ef sueh netiee, ¡\
eeurt ef eempetent jurisdietien may issue a writ er erder eempe{ling the enfercement er
i in the feurth levelgrievanee respense, and may alse

ien
fer the delay er failure te implement er enferêe thegr¡evanee remedy,

6.11 Arbitration - Step 5
A. Only contract grievances which involve the interpretation, application or enforcement of
the express provisions of this MOU may be appealed to binding arbitration.

B. Pursuant to subparagraph A. above, if CCPOA is not satisfied with the decision
rendered in Step 3 or in Step 4, only CCPOA may appeal the decision to binding arbitration.
Such appeal shall be made by written demand within twenty-one (21) calendar days to the
Director of DPA or designee. Only grievances which exclusively allege violations of those
MOU sections listed in subsection 6.QQE14¡43. can be appealed to arbitration directly after
the third level of response.

CCPOA shall have one hundred eighty (180) calendar days after appealing the grievance to
request in writing to DPA to strike for arbitrators. lf the request to strike arbitrators is not
made within one hundred eighty (180) calendar days, the grievance shall be considered
withdrawn and CCPOA may not proceed to arbitration.

C, Either party (the State empleyer er GCPOÂ) may waive the time limits speeified herein
e

iÊiury,
i er party frem preeeeding within the time

ignree shall respend, lf

ievanee
teabide by the tirne limits previded in this artiele; er, (2) issue an erder te the party
prepesi

previsien+eÊthis MOU; er any agreements supl'lementary therete, but shall limit the
isiens,

eyenC the

i impesse The State reeegnizes
+



6.1 I 5 Pre-Scheduled Arbitration

ef this MOU,

6.09E or
to the 4'' Step of these qrievance and arbitration orocedures from a lower step àre subiect to pre-
scheduled arbitration. Unless specificallv provided in this section, nothinq in this pre-schedrled
arbitration process permits CCPOA to skip anv step of the process. No qrievances set Íor hearinq
þrior to the ratification of this MOU are eliqible for pre-scheduled arbitration.
B. CCPOA mav pre-schedule one (1) arbitration per month durinq the term of this MOU.
C. CCPOA shall notifu QPA at least thirtv (30) c?lendar davs prior to the pre-scheduled
arbitration date of the specific appeal to be heard on the pre-scheduled arbitratiqn dav for that
month. After notificatign to DPA, CCPOA mav not substitute another appeal absent mutual written
aqreement bv DPA. lf CCPOA takes an appeal off calendar, then no ore-scheduled arbitration wi¡l
occur that month unless the parties mutuallv aqree in writinq.
D. Before this pre-scheduled arbitration process can take effect. the parties shall create a list
of twelve (12) mutuallv acceptable arbitrators. Each arbitrator shall hear one (1) pre-scheduled
arbitration annuallv

E. Section 6.12 (B) - (l) shall qovern the pre-scheduled arbitration process.

6.12 Selection and Authority of Arbitrator

A. The parties mav mutuallv aqree to an impartial arbitrator or
selected one from a list of nine (9) names provided bv the American Arbitration Association
qA44Ï 0) arbitraûers pie seteeted
@Se|ect ionforapart icu|ararbi t rator iensha| |bemadebya|ternate|ystr ik ing
names from the AAA list until one (1) name remains. Such remaining person shall be designated
as the arbitrator for the qrievance. The first party to strike a name from the list shall be picked by
lot.

ent, Within ninety

gl*en+V{eÐt

B. In order to b.e eliqible to arbitrate a qrievance, either reqular or ore-scheduled. the arb¡trator
must aqree, as a written condition of selection. to adhgre to the terms set forth in this section.

mutually agreed upen arþitraters empaneled, then either
ien-er

ne (1\ nanre remains Sueh persen shall

{eg

ise'

in
stl#{C+)€âtender days ef the e ingr

d þy the parties,
+



qE The arbitrator shall have no authority to add to, delete, or alter any provisions of this
MOU, or any agreements supplementary thereto, but shall limit the decision only to the
application and interpretation of the express provisions of this MOU.

D. Upon request of either partv, the arbitrator shall hear and determine in a seoarate.
preliminarv proceedinq all potentiallv dispositive procedural issues. lf the qrievance
survives, the arbitrator shall hear and determine the merits in a subsequent. separatelv
scheduled, hearinq.

E. Onlv those issues that the qrievant previouslv has articulated with specificitv and
oarticularitv bv Step 3 Fav be appealed to arbitration. No new issues mav be raised or
decided ín arbitration.

F. The arbitrator shall have no authoritv to substitute off the record. unwritten or informal
aqreements between current or past representatives of the parties for the lanquaqe
contained in this MOU.

G. Notwithstandinq Section 5.03, the arbitrator shall have no authoritv to award attornevs'
fees or anv other costs associated with the processinq of qrievances throuqh these
qrievance and arbitration procedures.

H. The arbitrator shall render his/her written decision not later than sixtv (60) davs after the
close of the arbitration hearinq. unless othen¡vise mutuallv aoreed upon bv the parties.

l_The decision of the arbitrator shall be final and binding.

6.13 Mini-Arb Board of Adiustment
Within six (6) months of the ratification of this MOU. the parties aqree to commence meet
and confer reqardino the creation of a Board of Adiustment process and procedure. which
would include Union representation on the Board. Provided that the parties reach
aqreement upon the process and procedure within one (1) vear of ratification of this MOU.
the parties aqree to implement such process and procedure.

The followinq mini-arbitration procedures shall remain in effect until the parties implement
the aqreed upon BOA process and procedure or for the remaínder of the MOU in the event
that the parties are unable to aqree upon such a BOA process and procedure.

A. Onlv Grievances exclusively alleging a violation of Sections: 5.04, 7 .01,7 .03, 8.04,
9 .01 ,  9 .02 ,  9 .05 ,  9 .07  8 . ,  9 .07  D. ,  10 .01  G. ,  10 .02  D. ,  10 .07 ,  10 .16 ,  11 .01 ,11 .04 ,11 .05 ,
11 .07 ,11 .10 ,11 .13 ,12 .05 ,14 .02 ,14 .06 ,  14 .07 ,15 .03 ,  15 .121. ,  16 .01 ,  16 .05 ,  17 .01 ,17 .04 ,
17 .05, 17 .07 , 17.09, 17 .11 F., 19.04, 19.05, æSq 21 .03, 23.01, 24.02, 4ß& 24.06,
2 4 . o 7 , 2 6 . 0 1 o f t h i s M o U t h a t h a v e n o t b e e n r e s o | v e d a t t h e
first or second levels of review are subiect to mini-aö.

CCPOA may appeal the grievance to mini-arb which shall operate under the following rules:

1. The mini-arb shall be held at the local worksite or other mutually agreed
upon location.
2. The arbitrator shall be selected from the list of arbitrators agreed upon by the
parties.



3. The arbitrator shall review and decide multiple grievances at a time. The
mini-arbs will be held at least quarterly, as necessary, or when no less than eight (8)
grievances under this section are pending review.
4. Only the grievant, and his/her local CCPOA Job Steward and no more than
two (2) local management representatives may appear before the arbitrator to make
an oral presentation. The arbitrator shall make his or her decision solely on the
written record in the grievance, the grievance response(s), and any oral
presentation made at the arbitration proceeding. The presentations shall be time-
limited, consistent with the intent of this provision to hold multiple grievance reviews
in a single day. Only the arbitrator may ask the other side questions. A Labor
Relations Representatives may represent the State on anv DJJ qrievances pursuant
to this section and up to ene#) an additional six (6) grievances in a twelve (12)
month period. A CCPOA Field Representatives may represent up to an additional
ene-(+fgjI_@Lgrievances in a twelve (12) month period. CCPOA Rank and File
Vice-Presidents and the CCPOA Executive Vice-President may represent the
grievant on an occasional basis related to specific need. lf the use of CCPOA Rank
and File Vice-Presidents or the CCPOA Executive Vice-President becomes
excessive, this issue will be addressed by the Mini-Arbitration Committee.
5. The CCPOA Job Steward and the grievant(s)will attend the arbitration
proceeding without loss of compensation. Upon giving reasonable advance notice,
but no less than fourteen (14) days, the State shall accommodate a shift change
request from a grievant and/or a representative who is scheduled to work first or
third watch on the day of the mini-arb.
6. The arbitrator will issue a bench decision on each grievance. The decision
of the arbitrator is final and binding¡but as to the qrievant and institution onlv. This
means the decision shall have no precedential value whatsoever indJejlhglpeÍy
will seek to have it confirmed.
7. The arbitrator shall have no authority to add to, delete, or alter any
provisions of this MOU, or any agreements supplementary thereto, but shall limit the
decision onlv to the application of the express provisions of this MOU and limited to
the facts and documents before the arbitrator. ei# The
arbitrator shall have no authoritv to substitr.lte off the record. unwritten or informal
aqreements between current or past representatives of the parties for the languaqe
contained in these MOU provisions.
8. The arbitrator's cost of the mini-arb shall be borne by the loser of each case.
Should there be a dispute as to who "lost" the case, the arbitrator shall have the
authority to apportion the costs. lf the parties settle the qrievance prior to mini-arb.
then the parties aqree to split anv arbitrator costs. unless mutuallv aqreed
otherwise.
9. The State and CCPOA agree that no attorneys shall be used in this mini-arb
process. This includes anyone who has graduated from law school, except the
grievant.
10. The parties are limited at the mini-arb to presenting only the facts,
documents, and arguments presented during the lower levels of the grievance
process. Supporting documents may be added after the second level response if
said documents are obtained as a result of a written information request submitted
prior to the second level response. At the conclusion of the second level grievance
conference, for any grievance which has the potential of going to min-arb, the
grievance package, including any supporting documentation, will be lettered, i.e.,
the first page is lettered "4", the second "8", etc. The parties will initial-the{ast each
page.



11. lf during the second level grievance conference either party requests an
extension of the second level response time limits to investigate the grievance, the
parties will recess the grievance conference. lf the grievance conference is
recessed, the parties will sign a written waiver form recessing the grievance
conference and establishing a date to continue the grievance conférence. Time
extensions are limited to one (1) and may not exceed fourteen (14) calendar days.

lf the State refuses to recess the grievance conference, then ccpoA shall
have fourteen (14) calendar days to issue a rebuttal to the second level grievance
response. This rebuttal shall become part of the grievance package forwarded to
the mini-arb. lf CCPOA refuses to recess the grievance conference, then CCPOA
shall not be allowed to rebut the second level grievance response.
12. lf the grievance alleges violations of contract sections that are subject to the
mini-arb process and contract sections that are not subject to the mini-arb process,
the grievant must choose between either: (t ) drcpping withdrawinq with preiudice
and finalitv all of the contract sections subject to the mini-arb process and pursuing
through the normal grievance process the contract sections not subject to the mini-
arb process exclusivelv, or (2) d{€pping withdrawinq with preiudice/finalitv all of the
contract sections not subject to the mini-arb process and pursuing the grievance
through the mini-arb process exclusivelv. This means an election to pursue a
claim(s) throuqh one arbitration process bars the adiudication of the claim(s)
Þursuant to the other arbitration process reqardless of the alleqed MOU section(s)
alleqed. The grievant must make this choice after the second level response.
13. When the decision is made by CCPOA to take the grievance to mini-arb, the
parties at the local levef will meet and number the pages of the grievance package,
1 of however many pages, 2 of however many pages, etc. The parties will initialthe
las* each page.
14. lf the second level grievance response contains or relies in part on
information that was never discussed or raised in the second level grievance
conference, CCPOA shall have fourteen (14) calendar days in which to add a
rebuttal to the grievance package.

+.4. By mutual agreement between DPA and CCPOA, grievances
involving interpretations of other sections of the Mou not listed above may
be referred to this process.
g.B. The Mini-Arbitration Committee established January 2, 19g8, will
continue to meet on an as-needed basis.

Ð-.c. The mini-arb shall be requested by ccPoA sending a retter and the
grievance package to CDCB, Labor Relations Office within sixty (60)
calendar days of the second level response. lf the request for mini-arb is not
made within sixtv (60) calendar davs. the qrievance shall be considered
withdrawn and CCPOA mav not proceed to arbitration. The Mini Arbitratien

6.14 Arbitration Costs (Except Mini-Arb)
The cost of re€u{ar arbitration shall be shared equally between the parties. unless the parties
othenruise in writino.



6 .15GDG Decision/Settlement lmplementation
A. Whenever DPA receives an arbitration decision, or issues a decision or enters into a
settlement agreement of a 4th level grievance which provides a remedy in part or whole that
t-and will require an action(s) by CDCR, DPA shall provide CDCB with the decision. This
decision will include a summary that clearly articulates the necessary remedies to be
implemented by CDCR for full compliance with the decision.

B. This summary will include whether the decision/settlement represents a department
wide remedy, or a local issue remedy only. The information will be provided directly to the
CDCR Chief, Labor Relations Branch (LRB), who will be responsible for-*e notify[¡g the
respective Chief Deputy Directo(s) the Director, and all affee+ed parties affected bv te the
decision rendered.
the full feree and weight ef Binding Arbikatien, CCPOÂt at their diseretien, may present

¡en'

C. Upon receipt of an arbitration or 4th Level grievance decision/settlement which provides
a remedy in part or whole, the LRB Chief or designee, acting for the Director, will be
responsible for-ûe preparlnæ a notification of action necessary to implement the arbitration
or grievance remedy. This notice will be recorded at the LRB and sent to the appointing
authority of the area(s) affected by the decision. The appointing authority(lgs) will be
required to provide the LRB with confirmation of receipt of the notice. Confirmation shall be
sent within two (2) working days of receipt of the notice.

D. The affected appointing authority shall be responsible for {e implementinq the
necessary actions as detailed by the LRB on behalf of the Director. The appointing
authority shall be responsible for !e providi¡ge the Director, via the LRB, confirmation that
all required actions have been implemented to satisfy the arbitration or decision/settlement.
This notification shall be transmitted to the LRB no later than ten (10) working days from
receipt of the initial notification. lf, based upon complexity of the issues, completion of all
necessary actions are not attainable in this time frame the appointing authority shall be
required to submit a notice to the LRB, detailing what actions have been completed and a
time table to achieve full compliance with the decision.



MANAGEMENT PROPOSAL

Date:Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 8: TRAINING AND CAREER DEVELOPMENT

8.03
Jolnt Apprenticeship and Training Committee (JATC)

A. Purpose and Policy

The parties hereto declare their joint purpose and policy to eentinse reestablish an
organized, planned system of apprenticeship, conducted as a joint labor and
management depadmental undertaking. These standards have, therefore, been
adopted and agreed upon under the Shelley-Maloney Apprenticeship Labor
Standards Act of 1939, as amended, to govern the employment and training of
apprentices in the trade defined herein.

Effeetive January 1, 1995rthe Eegislature passed, and the Geverner signed, Senate
Bill Ne, 1902, te establish the Gemmissien en Cerreetienal Peaee Offieer#
Standards and Training (hereafter referred te as "CPOST"), This Aet amended
Penal Cede Seetiens 13600 and 1360f in erder-te eenselidaûe the researehing'

ive

npprent¡eesn¡p eo

B. Trades

Correctional Officer Dot:

Correctional Counselor

Parole Agent, €Ð€-Aduj!

Parole Agent, €Y'Çzu

Medical Technical Assistant

GYA nJJ Casework Specialist

Youth Correctional Counselor

Youth Correctional Officer

Correctional Fire Captain figåten

Definition of an Apprentice

An apprentice is a person at least 21 years of age, who is engaged in learning a
designated trade of Correctional Peace Officer and who has entered into a written
Apprentíce Agreement under the provisions of these standards.

372.667 018

045.107 03J

r95.167 030

195.167 034

079.367 010

045.107 014

045.107 010
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373.364 010
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D.

E.

F.

Apprentice Agreement iens

1. Each apprentice shall be furnished a copy of, or be given an opportunity to
study the CPOST rules Joint Apprenticeship rules and regulations/standards
before indenture. These rules and regulations/standards shall be considered
a part of the Apprentice Agreement as though expressly written therein.

2. Each apprentice shall be furnished a copy of the fully-signed Apprenticeship
Agreement.

Duties of an Apprentice

Each apprentice shall satisfactorily perform allwork and learning assignments both
onthe-job and in "related and supplemental" instruction and shall comply with the
rules, regulations and decisions of the CPOST JATC, the Local Apprenticeship
Subcommittee (hereafter "LAS") and the employer.

Ratio

1. The Department may employ one (1) apprentice when at least one (1) CO is
regularly employed, and one (1) additional apprentice for each three (3)
additional COs. All exceptions to this Article must be authorized by the
GPOST IATC.

2. The ratio stated above is subject to change by vote of CPOST IATC.
Work Training

The Department shall see that all apprentices are under the supervision of a
qualified CO or instructor and shall provide the necessary diversified experience and
training in order to train and develop the apprentice into a skilled CO, proficient in all
the work processes of the CO as outlined herein. Apprentices shall also be trained
in the use of new equipment, materials and processes as they come into use in the
occupation.

Controversies

All controversies or differences concerning the apprenticeship program, which
cannot be adjusted by the LAS or by the CPOST
JATC, or which are not covered by the Memorandum of Understanding, may be
submitted to the Administrator (the Chief of the Division of Apprenticeship
Standards) for determination. Such controversies or differences must generally be
presented to the LAS first. lf issues still remain unresolved, they may be appealed
to the statewide €POS+ JATC. The particulars of the €P€t$F JATC appeal
procedures are found in its own Rules and Regulations. Cedain unresolved issues
may be then submitted to the Administrator (the Chief of the Division of
Apprenticeship Standards) for determination. (See the Rules and Regulations of
the California Apprenticeship Gouncil. )
The Department agrees that all apprenticeship training forms will be printed on
NCR paper, a copy to be given to IST and one to be retained by the employee.

Probationary Period

The probationary period for each (R06), peace officer classification shall be twelve
(12) calendar months or 1800 hours actualonthe-job experience in the
classification, whichever is longer. This section is conditioned upon approval by
SPB.

G.

H .

t.

J .



K. Any Unit 6 member who serves ¿s ¿ êPOSF JATC €€'tmmiss¡€fie+ committee
member or alternate shall be released from their normal post to
attend CPOST JATC meetings on official business time without loss of
compensation.



Management Proposal

Bargain ing Uni t :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 10: LEAVES

10.02 Sick Leave

Date:

A. Sick Leave Accrual

1. Full-Time Employees: Employees shall receive eight (8) hours
of sick leave credit on the first day of the monthly pay period
following completion of a qualifying pay period (eleven [11] or
more work days of service in a monthly pay period). The
provisions of this paragraph (10.02 4.1.) do not apply to full-t ime
7k exempt Firefighters identified in Section 17.02.
Part-Time Employees: Part-time employee(s) shall earn, on a
pro rata basis, the fractional paft of eight (8) hours of credit for
sick leave with pay on the first day of the monthly pay period
following completion of each qualifying pay period (eleven [11] or
more work days of service at their time base).
PlEs: Employees shall receive eight (8) hours of sick leave credit
on the first day of the monthly pay period following completion of
each qualifying pay period. The hours of paid employment in
excess of one hundred sixty (160) hours in a monthly pay period
shall not be counted or accumulated.
Notwithstanding any other section of this MOU, an Intermittent
Employee shall only be permitted to use sick leave credits for
approved sick leave which (a) occurs during periods when they
are pre-scheduled to work
empleyee en a retatienal list is eentaeted te werk, "Gentaets" fer

superviser and the

Multiple Positions (Under This Rule):
a. An employee holding a position in addition to other full-

time employment with the State shall not receive credit for
sick leave with pay for service in the additional position.

b. Where an employee holds two (2) or more less than full-
time positions, the time worked in each position shall be
combined for purposes of computing credits for sick leave
with pay, but such credits shall not exceed full{ime
employment credit.

Sick Leave Use

1. Approved sick leave means the necessary absence from duty of
an employee because of:
a. l l lness or injury.

2 .

4.
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2.

b. lllness or complications due to a pregnancy which prevent
an employee from working.

c. Exposure to a contagious disease which is determined by
a physician to require absence from work.

d. Dental, eye, and other physical or medical examination or
treatment by a licensed practitioner.

e. Required attendance upon the employee's ill or injured
mother, mother-in-law, father, father-in-law, wife, husband,
daughter, son, sister, brother, or any person residing in the
immediate household. Such absence shall be l imited by
the department head or designee to the time reasonably
required for such care.

The employee is responsible to give the Department reasonable
advance notice for the reasons cited in 8.1. Employees are
strongly urged to give at least two (2) hours advance notice prior
to the start of the employee's duty shift, but under normal
circumstances, reasonable advance notice will be considered one
(1) hour. Should the employee be sick the night before his/her
shift, and is reasonably certain he/she will not be able to go to
work the following day, said employee must call in sick at the
earliest possible time. The employee wil l personally contact the
designated supervisor at the institution, camp, facility, or parole
region to request sick leave usage.
The department head or designee shall approve use of sick leave
credits only after having ascertained that the absence was for an
authorized reason. lf disapproved, the department head or
designee must specifically state in writing the reason(s) for the
disapproval.
a. CÐC Adult: The employee is responsible for submitting an
accurate CÐç 9984 form to the designated supervisor on or
before the third working day of the pay period following the pay
period in which the sick leave was taken. An employee who fails
to submit a €Ð€ 998A by the third (3rd) working day will be
notified in writing, advisingthe employee that he/she has fifteen
(15) calendar days to submit the approved/disapproved êÐG
9984 to the Personnel Office. Employees who fail to submit the
CÐ€ 9984 form within the fifteen (15) days shall be docked for
their absence(s) and an accounts receivable date will be
established. f n the case of long-term sick leave absence, the
employee is responsible for submitting the GÐê 99BA form to the
desig nated supervisor.
Søegrcr++). The designated supervisor will provide the
employee with a copy of the approved/disapproved GÐG ggSA
form at the time of submission.

J .



b. €YA DJJ The employee is responsible for submitting an
Sfp Og4 form to the designated supervisor on theAay-ef

or before the third workinq day of the pav
period followinq the pav period in which the sick leave was
lgken-as-s€en-as+essiffi. ln case of
long{erm sick leave absence, the employee is responsible
for submitting the STD 634 form to the designated
supervisor no later than the end of the pay period. e+-as
seen-as+æsiffi The designated
supervisor will provide the employee with a copy of the
approved/disapproved STD 634 form at the time of
submission.

4. An employee will receive a pay dock for approved sick leave time
if the employee had no sick leave or other credits. lf the employee
has insufficient accrued sick leave credits, but has other leave
credits the employee sha{l mav be allowed to use those credits to
cover the approved sick leave time.

5. Sick leave may be taken in fifteen (15) minute increments.

C. Sick Leave Verification

1. An acceptable "medical verification" for sick leave use is a
document signed by a United States Licensed Physician, nurse
practitioner, or other health care specialist/professional,
competent within their scope of practice to make a medical
evaluation on the employee's alleged/stated illness, injury or
medical incapacity, and such person is making the evaluation
while on duty in his/her respective employment relationship within
a health care facility or medical practice. Unless requested at the
time of approval, pre-scheduled and approved medical/dental
appointmentsitreatments do not require medical verification.

2. Medical verification may also be required but only if required in
advance-j

At the time the sick call is received. medical verification mav be
requested in circumstances includinq but not limited to:

a. An employee is unable to personally make the sick leave
request to the designated supervisor.

b. The sick leave requested falls on a date which the
employee previously requested a form of leave covered by
this MOU but was denied.

c. An employee is sick for three (3) or more consecutive
days.

d. lf an employee calls
in sick on Thanksgiving Day, Christmas Day, or New Years
Eve.

3. When a medicalverification is required, the medicalverification
must provide the following information:



a . The date the employee or the employee's family member
is examined by a licensed physician or other health care
specialisVprofessional ;
The expected length of the employee's absence and
his/her expected return to duty;
Whether T{he employee is medically able to return to work;
and
The list of restrictions (if any) including, if applicable, any
impairment to the employee's ability to perform the duties
of his or her classification due to medication or treatment.

The Appointing Authority designee will ensure the medical
clearance verification is consistent with the employee's
responsibility to perform all duties of his/her class. lf the medical
clearance verification is not consistent with the employee's
responsibility to perform all duties of his/her class, the Appointing
Authority designee shall inform the appropriate management
personnel of the employee's condition and duty limitations.
An employee shall not be r€qu€sted obliqated to provide a
medical verification after the fact. For example, if an employee
calls in sick on the fifteenth (1sth) of the month and a medical
verification is not requested and then calls in sick on the sixteenth
(16th) of the month and a medical verification is requested, the
medical verification would be for the sixteenth (16th) only. This
does not prohibit the Department from pursuing other
administrative review or remedies if abuse is suspected.
lf a returning employee is required to present medical clearance
verification to the Appointing Authority designee, and the returning
employee has a valid medical clearance verification from his/her
physician allowing said employee to return to work and, with
reasonable notice by the employee or upon institution order, the
employee presents him/herself for medical clearance during
normal business hours, Monday through Friday, the employee
shall be allowed to return to paid status, but not use leave credits.
lf the employee does not have valid medical clearance verification
from his/her physician allowing said employee to return to work
and present him/herself for medical clearance by the Appointing
Authority designee during normal business hours, Monday
through Friday, the employee shall either continue on sick leave
status or management approved leave credits until such time as
clarifying medicaldocumentation is obtained from the physician
releasing the employee to work.
All medical information provided to the State shall be considered
confidential. Under no circumstances will an employee be
required to disclose the medical cause or nature of his or her, or
his or her family member's, illness or injury to the State for sick
leave approval.

c.

d .

4 .

5.

6.
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D. Employees shall not be denied the right to use sick leave or be+ubþeffe

discriminated against for using or attempting to exercise their right to use
sick leave._

All other State laws, and DPA rules @ieies regarding
sick leave shall remain in effect.

Denial of sick leave shall not be appealed beyond Step 4 of the grievance
procedure. The arbitrator may not rule on the adequacy or inadequacy of
the medical verification provided.

All provisions of this section shall apply unless they are in conflict with
FMLA, CFRA, EIDL, lDL, ADA or catastrophic illness/injury.

E .

F.

G.



Management Proposal
Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 10: LEAVES

Date:

B.

10.13 Release Time Bank

A. A CCPOA release time bank shall be established to which employees may contribute
any earned, leave credits, with the exception of sick leave. The contributions shall be in
two (2) or more hour increments. Contributions in fractions of hours will not be allowed.
Credit may net þe transferred þetween departrnents . Contributions to the release time
bank shall be eemputed tracked and accounted for enee on a monthlv basis provided
they are received by the second Friday of that month in CDCR's Office of Labor
Relations (OLR).

Establishing the Bank
CCPOA shall make available to Bargaining Unit 6 employees an information sheet
explaining the means by which an employee may contribute time into the release time
bank. CCPOA shall make forms (with built-in carbon copies) available for that purpose.
When an employee desires to make a contribution to the release time bank, the
employee will complete the three-part form provided by CCPOA and give this form to a
Unít 6 steward. The Unit 6 steward will deliver the form to the institution, facility, camp,
or parole personnel office with a CCPOA addressed, CCPOA postage-paid envelope at
the time the steward delivers the form. The personnel office will determine that the
employee authorizing the release time bank contribution has the earned CTO and/or
vacation time (depending upon the number of hours desired to be contributed by the
employee), prior to posting the contributed time to the release time bank. The personnel
office will fon¡vard the first copy of the form to CCPOA headquarters in Sacramento in the
envelope provided by the steward on a regular monthly basis. Employees may
voluntarily execute such forms to authorize transfer of existing leave credits (except siòk
l e a V e ) T h e f o r m s h a l | p r o v i d e a S p a c e t o i n d i c a t e t h e
amount and type (CTO and/or vacation) of time leave contributed: Each party to this
MOU shall be responsible for, and keep, its own set of records. Records shall be
compared, verified, and adjusted/corrected as the parties agree is necessary, but no
more often than once quarterly. In no case shall CCPOA accumulate or use more than
35,000 hours ten theusand (10,00 from the bank during
each fiscal vear. the term ef this MOU,

Withdrawal From the Bank
Any of five (5) designated CCPOA paid representatives or Bargaining Unit 6
representatives may authorize time withdrawal from the release time bank for use of a
Unit 6 employee to conduct bona flde Association business. CCPOA shall notify the
departments' labor relations office of the identity of the five (5) representatives by
August 1, ofeach year.

c.



Requests to release E employees on extended leave (consecutive two weeks or
lonqer) will require 20 business dav's advance notice in order to autherized may be
released fe+ Anv other requests for time off
@will require
advance notice. €ææd-h€€+as+s. All CCPOA requests shall be made on
worksheets provided bv CDCR OLR.

In all cases, the granting of time off shall be subject to the approval of the effipþyeeb
sspen#s€r Warden/SuperintendenVParoles Administrator/OLR or desiqnee. epera++ens+

ing-usage= CCPOA autherizat+en request
for use of bank time shall be provided to the OLR as well as the local labor relations
officer, or person designated by the Warden/SuperintendenURegþna+ Parole
Administrator, by one of the five (5) authorized CCPOA representatives, in writing, on a
f6ç6 worksheet provided by GGPOA and mutually appreved þy the parties OLR. In no
case shall the State employer be required to release an employee if; there is no time
credited to the bank at the time of the request; or if the release would result in
excessive orderovers. proqram closures. or emerqencies.

1, lÊweuld require that4he State empleyer fill-the released empleyee's pesitien at
@

(this was
moved to the previous ParagraPh).

The State employer will permit a reasonable number of CCPOA members off for use of
release time bank time. Time drawn from the release time bank shall be in four (4)
hour increments for the purpose of travel and eight (8) hour increments for all other
purposes. No more than one (1) employee per institutions/facil i ty or parole region shall
be released for time off unless approved by the Ði+eeter
Warden/SuperintendenUParoles Administrator/OLR or desiqnee eF-h¡a/l+eF-designee.
The State employer shall not withhold usage of release time bank time for
unreasonable or capricious reasons. CCPOA agrees that CCPOA shall not cause,
through the application of this clause, the State employer any undue burden in carrying
out the mission of the Departments.



Management Proposal
Bargaining Unit :  6

Exclusive Representative: CCPOA

Date:

Subject: ARTICLE 11: HOURS OF WORK AND OVERTIME

11.08 Overt ime
A. Except for 7k exempt employees, any employee working more than forty

(40) hours per week shall receive compensation at time and one-half.

8.1 Ffor the purposes of computing the number of hours worked, time when
an employee is excused from work because of the use of any leave
credits shall be considered as time worked by the employee for the
purposes of determining if overtime has been earned.

Notwithstanding the foreqoinq or any other contract provision or law to the
contrary, effective the beoinninq of the next work cvcle followinq
ratification of the union and leqislature. time which an employee is
excused from work because of sick leave shall not count as hours worked
within the work period for purposes of determining if overtime has been
earned. Effeetive Oeteþer 31; 1999; in CYÂ ÞJJ and Nevember 1 ; 1999;
iH eÐG Adult/BPT BP

Employees who are required to remain at their duty posts during
designated meal periods or who are required to perform duties during
meal periods shall be compensated for the meal period at the appropriate
rate of pay, provided the total number of hours worked during the work
period exceeds those referenced in MOU Article Xl, Section 11.11for
employees on a 7k exemption or forty (40) hours for employees who are
not on a 7k exemption.

There shall be no change in the current hourly rate formula used to
calculate overtime for non-7k exempt employees.

An employee who is required by the supervisor to conduct business
telephone calls outside his or her work hours of more than seven and
one-half (7 112) minutes will receive credit for time worked. This section
does not apply when a business call results in a call back to work.

[1 Explanatory note to CCPOA: The language of Subsection B has been reorganized. As such,
only modifications to the language appear in underline and strikethrough.l

c.

D.

E.



MANAGEMENT PROPOSAL

Bargaining Unit: 6 Date:

Exclusive Representative: CGPOA

Subject: ARTICLE 11: HOURS OF WORK AND OVERTIME

11.11 7k Exemption
CCPOA and the State agree that the employees listed below are working under the provisions of
Section 2Q7k of the Fair Labor Standards Act (FLSA) and the parties acknowledge that the
employer is declaring a specific exemption for these employees under the provisions specified
herein:

Board Coordinating Parole Agent, Yeuthful Offender Parele Beard Juvenile Justice
Parole Board (JJPB)

Casework Specialist
Community Services Consultant
Correctional Counselor I
Correctional Counselor ll Specialist
Correctional Officer
Firefigihte+ Captain, Correctional Institution (where excluded in Section 17.02)
Fire Services Training Specialist
Medical Technical Assistant
Medical Technical Assistant (Psychiatric)
Parole Agent I
Parole Agent ll Specialist
Youth Correctional Counselor
Youth Correctional Officer

A. Work Periods

+ CDCRYDMH/SP+
The werk peried fer empleyees shall þe ene hundred sixty eight (168) heurs
in-a-reeu+ing twenty e¡gh ing

twenV eight (28) eenseeutive days, Effeetive at the beginning ef the first
The work period for employees

identifíed above shall be one hundred sixty four (164) hours in a recurring
twenty-eight (28) day period.

A--rGYA



The werk peried fer empleyees shall be ene hundred sixty eight (168\ heurs
in-a-+eeu+i

the first werk peried fellewing July 1; 200 l; the werk peried fer empleyees

d€yfe+i€+

B. Work Schedules for Posted Employees (CO, Fire Captain f¡ghtef Correctional
Institution [excluded in Section 17.021, MTA, Yeuth Gerreetienal Geunseler YCC,
YCO)

1. lnstitutional Based (including Institutional Based Camps and Fire Captain
fighter€) employees shall be scheduled for one hundred sixty-þglli164leigh+
({€8)'hours* per work period in the following manner:
a. One hundred sixty (160) hours per work period of regular posted duty

in accordance with applicable MOU sections.
b. Four (4) hours per work period to allow for pre and post work

activities. CCPOA agrees that genera+ly this is sufficient time for all
pre and post work activities during each work period, and that the
compensation allotted for these activities under this provision is full
compensation for all of these activities. This section shall not result
in changes to the shift starUstop times.

e, Feur (4) heurs per werk peried ef fermal training as deseribed in

@
2. Non-institutional Based Employees shall be scheduled one hundred sixty-

four (164) eigh({€tÐ2 hours per work period in the following manner:
a . C a m p s @

(1) The schedule shall be five (5) consecutive days of a minimum of
eight (8) consecutive hours per day scheduled in the following
manner:

(2) One hundred sixty fl_0!)-fet+rÉt€+)t hours per work period of
regular posted duty in accordance with applicable MOU
sections.

PerieCjeltewin€¡J+|) ing July 1,200 f , the
werk peried fer empleyees shall be ene hundred sixty feur (16 l) heurs in a reeurring twentreight day peried,

2 The ene hundred six
peiedJeltewing#1 , the
werk peried fer empleyees shallbe ene hundred sixty feur (16l) heurs in a reeurring twenty eight day peried,

s The ene hundred six

the regular pested duties fer empleyees shall be ene hundre4sixty (160) heurs in a reeurring twenty eight
Aay+er¡e+



These employees shall be provided at least fifty-two (52)
hours of formal training as described in Section 8.05 of this
MOU.
Four (4) hours per work period to allow for pre and post work
activities. CCPOA agrees that general{y this is sufficient time
for all pre and post work activities during each work period,
and that the compensation allotted for these activities under
this provision is full compensation for all of these activities.
This section shall not result in changes to the shift starUstop
times.

b. Statewide Transportation Employees:

(3)

(4)

( 1 )
(2)

(3)

(4)

Employees shall be scheduled in the following manner:
One hundred sixty-{eu+(194)4 (160) hours per work period of
regular posted duty in accordance with the applicable MOU
sections.
These employees shall be provided at least fifty-two (52)
hours of formal training as described in Section 8.05 of this
MOU.
Four (4) hours per work period allow for pre and post work
activities. CCPOA agrees that generafiy this is sufficient tíme
for all pre and post work activities during each work period,
and that the compensation allotted for these activities under
this provision is full compensation for all of these activities.
This section shall not result in changes to the shift starVstop
times.

c. Work Schedules for Non-Posted Employees (Board Goordinating Parole Agent-
Yeuth Offender Parele Beard JJPB, Casework Specialist, Community Services
Consultant, Correctional Counselor l, Correctional Counselor ll Specialist, PA l, PA
ll Specialist)-an4Fire Service Training Specialist and Headquarters Staff:

Employees shall be scheduled for one hundred sixty-foglflgÐ eigh+{+6Ð hourss of
regular posted duty per work period in accordance with other applicable sections of
this MOU. These employees shall be provided at least fifty-two (52) hours of formal
training as described in Section 8.05 of this MOU.

a

werk peried fellewing July I r 200 L Effeetive at the þeginning ef the first werk peried fellewing July 1 , 200 I,
the regular pested duties fer empleyees shall be ene hundred sixty (160) heurs ir a reeurring twenty eight
Aay+e¡¡e+

s The ene hundred six

werk peried fer empleyees shall be ene hundred sixty feur (16 l) heurs in a reeurring twenty eight day peried,



Overtime

1. Overtime is defined as pny hours worked in excess of one hundred sixty-four
(164) eigh+{a€€) hours" in a twenty-eight (28) day work period. Additionally,
no employee shall be credited less than one hundred sixty-þg¡_j162[) eþht
({€Sfhours of time worked in any work period unless he or she was on an
unpaid status during the work period and then only the time on unpaid status
shall be deducted from the one hundred sixty-four (164) ergå+{rc;lÐ- hours.

For the purposes of computing the number of hours worked, time when an
employee is excused from work because of the use of any leave credits shall
be considered as time worked by the employee for the purposes of
determining if overtime has been earned.
@ However. effective the beqinninq of the next work
cvcle following ratification of the union and leqislature time when an
employee is excused from work because of sick leave shall not be
considered as time worked by the employee.

The method of calculating the hourly overtime rate shall be based on the one
hundred sixty-four (164) eight#S€l houf-work period according to the
following formula:
Monthly salary + monthly differentials (except shift differential received) x 12
= annual salary divided by 13 = salary per 28 day work period.
Salary per 28 day work period + shift differential received in the work period
divided by 1648 hours" (hours worked in 28 day work period) = hourly rate of
pay x 1.5 = overtime hourly rate.

6 Effeetive at the begl

T Effeetive at the begl
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s Effeet¡ve at the þeg¡nn

I Effeetive at the begh 'ntiatæeeiveCjn
the werk Beried shal l  be divided bv 164,
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E. Leave Credits

Employees shall only be required to utilize leave credits for posted duty hours only.

F. Other Provisions

1. The State and CCPOA agree that they have made a good faith attempt to
comply with all requirements of the FLSA in negotiating this provision. lf any
court of competent jurisdiction declares that any provision or application of
this Agreement is not in conformance with the FLSA, the parties agree to
Meet and Confer immediately pursuant to Section 5.02.

2. CCPOA agrees that neither it nor any of its employees acting on their own
behalf or in conjunction with other law firms shall bring any suit in court
challenging the validity of this provision under the FLSA.

3. Nothing in this section shall be construed to deny any employee a vacation
or any other time off or change any existing practices with regard to
scheduling time off.



MANAGEMENT PROPOSAL

Bargain ing Unl t :  6

Exclusive Representative: CCPOA

Date:

Subject: Article 12: TRANSFER, SENIORITY, OVERTIME AND LAYOFF

12.04 Employee Requested Transfers Between Appointing Authorities
A. The State has varying business needs to filf vacant positions by using existing

eligible lists, involuntary transfers, reassignments or other selection methods. A part
of these needs may be to fill a position for such reasons as balancing the work force
or pre-announced special skil ls, abil it ies or aptitudes.

The parties acknowledge that the needs of the State must be given first priority
when the State deems it necessary to fill a vacant position. The parties further
acknowledge the varying employee desires to permanently transfer to another
location, within the employee's department and classification, which the employee
deems more desirable. Therefore, the following procedure is established to
facilitate employee requests to transfer to a position within the employee's
classification and department at another location.

B. Employees desiring to transfer shall apply in writing in a manner prescribed by the
State to the Appointing Authority of the location to which the employee desires to
transfer. Such requests shall be to permanent positions in the same department
within the employee's same classification. The employee's written requests shall be
processed within th¡rty (30) days of submission and placed in seniority order with
those of others who have similarly filed a request to the same position at the
location. The Appointing Authority or designee shall provide the employee
submitting a request for transfer with an acknowledgment of receipt of the transfer
request. Employee requests shall be kept on file at the location through June 30 of
each fiscal year or removed earlier at the request of the employee. At the request of
the CCPOA Chapter President, the location of employee transfer files will be
furnished to the Chapter President.

C. The State agrees to fill vacancies in the CO, YCO, MTA and YCC classifications by
either lateral transfers, list appointments, reinstatements, permanent full-time
appointments from the academy, or offering full-time appointments from the
academy, or offering full{ime employment to PlEs. ln the interest of facilitating
lateral transfers, three (3) of every ten (10) vacancies filled in the CO, YCO, MTA
and YCC classifications must be via lateraltransfers, except in the event of a lateral
transfer freeze. ln order for the State to institute a lateral transfer freeze at a
particular Institution/Facilitv, said lnstitution or Facilitv must have a 10% or hiqher
vacancv rate with respect to the positions identified on the Post Assiqnment
Schedule/Master Assionment Roster or DJJ Staff Schedule. This shall not preclude
filling of vacancies at a higher ratio than specified. Offers to fill by lateral transfers
will be made on a seniority basis consistent with B. above. A reconciliation of the
lateral transfers will be made six (6) months after ratification of the MOU and every
six (6) months thereafter with each local Chapter President and the Appointing
Authority.
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E.

F.

When lateral transfer is the means being used to fill a vacant position, the most
senior employee with a request to transfer on file at that location shall be transferred
provided that (1) the employee is not currently under investigation for misbehavior
which could lead to adverse action, (2) has not had an adverse action in the last
three (3) years and (3) has not had an overall substandard performance evaluation
in the preceding 12 months.

A PIE may submit a lateral transfer package using the process described in this
Article provided the employee has successfully completed probation, is not curren¡y
under investigation, and does not have a pending adverse action. Selection of plEs
is at the discretion of the Appointing Authority.
lf the State chooses to fill vacant positions by transfers, but has specified the need
to fi l l  positions based on special skil ls, abil it ies or aptitudes, paragraph c. and D.
above need not apply.

Those employees who obtained employee-requested transfer under the provisions
of this section shall not be eligible to utilize the provisions of this section for a period
of one (1) year from the effective date of such transfer unless the employee has
demonstrated a hardship that did not exist at the time of the initial transfer.
This procedure may be superseded in favor of an employee requesting a transfer
based on a bona fide hardship. lf the matter is contested, the Appointing Authority
or designee shall explain the basis for the waiving of this section to CCPOA's local
Chief Job Steward or designee and/or CCpOA's representative.
Travel Time Allowance: upon request, the state may authorize an employee to
take a reasonable amount of vacation, PLp, cro, or holiday time off between
transfers from one (1) institution to another where the transfer requires the
employee to move his/her residence. Such requests wilf not þe unreasonably
denied, by the receiving institution.

G .
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Management Proposal

Bargain ing Uni t :  6

Exclusive Representative: CCPOA

Date:

Subject: ARTICLE 12: TRANSFER, SENIORITY, OVERTIME AND LAYOFÍ'

12.07 Personnel Preferred Post Assignments (PPPA) for Gorrectional
Officers and MTA (€Ðe DMH)

A. METHODS

1. There shall be seventy percent (70%) of the qualifying CO and
MTA (eÐ€lDMH) post assignments at each CÐg Adult Institution
assigned by seniority. These Personnel Preferred Post
Assignments (PPPA) will be distributed among the watches and
RDOs in the same proportion as their percentage of the total
number of qualifying posts. The break point will þe .6 of the total
number of qualifying posts. For example: 32 jobs (70o/o= 22.4;
30%=9.6). Therefore, ten (10) iobs will be management
assignments, twenty-two (22)jobs will be PPPA.

Time Frames for lmplementation
a. All institutions will implement a continuous bid process as

outlined in subsection E. (CONTINUOUS BID PROCESS)
at

i
ffi

ef this preeedure, Fer MTÂ (GÐG/DMH) this preeess shall

eendueted se that alljeþ ehanges are effeetive ne later

e-þ. lmplementation for new institutions:Within eighteen (18)
months of activation (receipt of inmates) all new institutions
will begin the implementation process for PPPA.

Definitions

2.

3 .



b.

c.

Bid Period: Employees may bid as otherwise described in
this agreement during the bid period. Each "bid period"
shall be three calendar years ffi

. A Realignment of
Posts process will be used at the outset of each new bid
period.
Realignment of Posts: A Realignment of Posts follows a re-
determination by the Appointing Authority or designee and
the local chapter representative about the number and
specific posts which will be considered "qualifying posts"
available for bid.
Qualifying Post. Any authorized post listed on the Master
Assignment Roster after it has been reconciled with the
Post Assignment Schedule and the Governor's Budget.;

@ The following posts may+e are
exempted from the PPPA bid process, bu*rÁÉi{låein€luded
in the eeunt fer the purpese ef establishing the 70/ 30
ealeula*ien= (1) total number of established transportation
posts at the CO level; (2) total number of Investigative
Services Unit (lSU) posts at the CO level; and, (3) t€+a+
numþer ef ln Serviee Training (lST)/Armery pests aÊthe
C€]evd=
(1) Camps shall retain their current agreements

regarding post assignments.
70130 Split (all posts except as noted in paraqraph c
above): Seventy (70%) percent represents the percentage
of qualifying posts that shall be available for bid othen¡¡ise
known as "Personnel Preferred Post Assignments"
(PPPA). Thirty (30%) percent represents the percentage of
qualifying posts that shall not be subject to bid. The
representative number of PPPAs at each institution will be
determined by establishing an equitable distribution of
qualifying posts by area, watch and RDO. An "equitable
distribution" is as close to a70130 representation in each of
these areas, in keeping with operational needs. Upon
completion of the 70130 split, a reconciliation shall be
completed to insure the institution's overall representation
is within plus or minus two (2) positions.

Bid Process
a. PPPA will consist of two (2) processes. One process

consists of the bid as outlined in subsection C.
IMPLEMENTATION.

b. The contínuous bid process is outlined in subsection E.
CONTINUOUS BID PROCESS. The continuous bid
process will be for the purpose of filling PPPA vacancies
on a continual basis as they arise throughout the bid
period.

d .
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B. ELIGIBILITY

1. Participation in the PPPA system is l imited to eligible employees.
An eligible employee:
a. Must be a permanent, full-time CO or MTA (CÐ€IDMH).

Apprentices are excluded.
b. Must be permanently assigned to and working at the

institution. Eligible employees may participate only in their
institution's PPPAS. There shall be no inter-institution
bidding assignments by personal preference.
Eligible employees who laterally transfer will be permitted
to participate in the continuous bid process.

c. In order to participate and maintain the rights and
privileges defined throughout this procedure, the employee
must maintain an overall standard performance rating as
identif ied in Section 9.01. ln the case of a qender
restrictive post, the otherwise eliqible emplovee must be
the appropriate gender for that post.
(1) Upon activation of a newly established institution,

previous year em ployee performance evaluations
will not be considered for the purposes of eligibility
in the PPPA process.

d. An employee successfully bidding to a PPPA who does not
meet the qualifications (firearms, side-handle baton,
chemical agents)for such post, must meet all
qualifications, specified in this procedure, prior to the date
of assignment to the PPPA. lf the employee is not qualified
for the PPPA, on the initial date of assignment, the
employee will be assigned at management's discretion and
allowed to participate in the continuous bid process. ïhe
vacated PPPA will be subject to the continuous bid
process.
(1) For Correctional Officers, management shall be

responsible to ensure that training for all
qualifications are available through In-Service
Training. Employees shall be responsible for
scheduling and attendance.
lf the failure to qualify is based upon unavailability
of training, the employee wil l be placed in a non-
qualifying post in the same watch, RDOs with
similar starVstop times. The PPPA willtemporarily
revert to management until such time that the
employee qualifies and is placed back into the
PPPA.

(2)



(3) Once the training has been provided, and if the
employee qualif ies, the employee shall be placed in
the PPPA. lf the employee is not successful in
qualifying, they shall be assigned at management's
discretion. The vacated PPPA shall be subject to
the continuous bid process.
ln order to be retained in a PPPA armed post,
employees must maintain current weapons
qualification. Failure to maintain quarterly
qualifications in compliance with departmental
policy will result in the employee being assigned at
management's discretion to an unarmed post. An
otherwise eligible employee may participate in the
continuous bid process. Removal of the employee
does not preclude the employee from being subject
to other action in accordance with departmental
policy.

For activation of a newly established institution, an
employee may be precluded, in writing, from participating
in the PPPA bid process to specific assignment areas as
determined by the Appointing Authority. This preclusion
must be based upon:
( 1 ) An employee who has an adverse personnel action

which relates to the employee's job performance
including, but not l imited to:
(a) Inattentiveness on the job
(b) Insubordination
(c) Excessive force toward an inmate, ward, or

parolee
The preclusion will not be based upon an adverse
personnel action for:

(4)

e .

(2)

(a)
(b)
(c)

Sick leave abuse, etc.
Off-duty conduct, etc.
The adverse personnel action must have
occurred twelve (12) calendar months
preceding the onset of the bid process (i.e.,
the third Monday in November).

An employee receiving a performance related
adverse action that may have a greater impact
related to a specific assignment area (i.e., Ad Seg,
community crews, Security Housing Units, entrance
gates, etc.), may be excluded by the Appointing
Authority from bidding to the specific assignment
area for one (1) bid period. (Refer to subsection
H.14.)



An otherwise eligible employee absent from the worksite
during the bid process for such reasons as NDl, Workers'
Compensation, leave of absence, annual military leave,
etc., may participate in the PPPA bid process. Employees
who are successful in obtaining a bid post must assume
the duties of such post within one year of posting of the bid
results. Until such time as the employee occupies the
post, it temporarily reverts to the conditional bid process.
In the event the employee is unable to assume the duties
within one year, the employee will be placed in a post at
management's discretion.
Failure of the employee to complete a PPPA bid will result
in placing the employee in a post, at management's
discretion, without regard to watch, RDOs or stafi/stop
times.

IMPLEMENTATION

1. At the first meeting of the local Joint Labor/Management
Committee, the total number of institutional posts available for
PPPA shall be seventy percent (70%) of the total authorized posts
listed on the Master Assignment Roster, as defined in subsection
4.3.c. The remaining thirty percent (30%) shall be designated as
management posts.
a . November

( 1 ) On the first Monday in November the Personnel
Assignment Office at each institution will post an
updated seniority roster. Employees alleging errors
in the computation of seniority dates may file a
complaint to the Personnel Assignment Lieutenant.
lf unresolved, the employee may submit to the
Appointing Authority for second level of review with
resolution required within fourteen (14) days of the
posting of the seniority roster. The second level
shall be the final level of review in the complaint
process. Errors in favor of the employee will result
in the adjustment of the employee's seniority date
at their institution.
The local Joint Labor/Management Committee at
each institution shall meet to determine and agree
which posts will be management posts and which
posts will be PPPAS. Such determinations must be
completed no later than the first Monday in
November.
Only those PPPAs which cannot be agreed on by
the localJoint Labor/Management Committee at
each institution will be elevated to the Joint
Labor/Management Headq uarters Com mittee
through the headquarters Labor Relations Branch.

o .
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(4) On the second Monday in November, an
institutional memorandum will be published by the
Personnel Assignment Lieutenant, advising staff of
the following:
(a) The date PPPA bid forms will be made

available and the locations where the forms
can be obtained.

(b) The date PPPA bid forms must be returned
to the Personnel Assignment Office.

(c) Location(s) of PPPAs open for bid and
Master Assignment Rosters will be available
for staff review.

(d) Employees who laterally transfer on or
before the first Monday in November will be
permitted to bid.

(5) On the second Monday in November, the
PersonnelAssignment Office at each institution will
publish a l isting of PPPAs available for bid. This
shall be made available in locations previously
specified.

(6) On the third Monday of November, PPPA bid forms
will be made available at locations previously
specified. A standardized PPPA bid form will be
utilized at all locations for selection of PPPAs.

(7) Completed PPPA bid forms must be submitted to
the Personnel Assignment Office, unless otherwise
designated at the local level. These bids must be
submitted on or before close of business on the
second Monday of December.

(8) At the time the employee submits the PPPA bid
form, it will be date stamped and a copy given to
the employee. The original will be retained in the
Personnel Assignment Office.

(9) The watch designation for those PPPAs with
multiple watch reliefs and posts requiring quafterly
weapon qualifications will be noted on the listings of
available PPPAS.

(10) Eligible employees bidding to a vacation relief (VR)
PPPA shall be assigned as follows:
(a) For the purposes of PPPA, all vacation relief

PPPAs will be considered second watch.
(b) The most senior employee will be permitted

to select the vacation slots of the
employee's choosing for the duration of the
bid period. The second most senior person
will be permitted to select vacation slots
from those remaining, etc.



b .

c.

(c) In the event a vacation is canceled, the
PPPA VR employee will replace the
employee who is substituted for the original
occupant.

(d) ln the event a cancellation is not filled or a
vacation slot is not available, the PPPA VR
employee wil l be assigned at management's
discretion until the employee's next
scheduled vacation coverage.

(1 1) Eligible employees may bid on any number of
PPPAS.

(12) Upon request from the Chapter President, the
institution may establish a walk-up bid process.
Any disputes regarding this process must be
resolved at the local level.

December
(1) Beginning the first Monday of December, the

PersonnelAssignment Office shall have up to
twenty-one (21) calendar days to determine the
employee's placement into the PPPA of their
selection.

January
(1) No later than the first Monday of January, the

PersonnelAssignment Office shall publish the
listing of employees who were successful in their
bid. Time period for qualifications for PPPAs
begins as specified in subsection 8.1.d.

(2) At the time of publishing, a thirty (30) day window
will begin to allow for error correction. Employees
who feel they were placed into a PPPA in error will
have fourteen (14) calendar days to dispute any
errors. Management must respond within ten (10)
calendar days in writing to accomplish any
adjustments necessary.

(3) The PersonnelAssignment Office shall publish
movement sheet(s) reflecting assignment changes.
The assignment changes may occur as a single
process or as locally agreed, may be phased-in by
watch, based upon the following schedule:

Second Watch: Published on the second
Monday of February with an effective date
of fourteen (14) calendar days from
publication.
Third Watch: Published on the third
Monday of February with an effective date
of fourteen (14) calendar days from
publication.

(a)

(b)



D.

(c) First Watch: Published on the second
Monday of March with an effective date of
fourteen (14) calendar days from
publication. Employees successful in
bidding to a PPPA must meet qualif ications
as specified in subsection 8.1.d.

TEN PERCENT RULE

This section does NOT apply to those employees subject to adverse
action or substandard pedormance appraisals.

1. In those instances when it becomes apparent an employee does
not possess the knowledge, skills, aptitude, or ability to perform at
an acceptable standard in the PPPA to which the employee has
bid, a job change memorandum documenting the reasons for
reassignment will be prepared by the immediate supervisor and
attached to a job change request.
This document must be approved by the employee's second line
supervisor and section manager prior to being forwarded to the
Personnel Assignment Office. The approved job change
memorandum shall be maintained by the PersonnelAssignment
Lieutenant and filed in accordance with existing procedures
regarding the archiving of all other job change requests and the
employee shall be provided a copy of the job change
memorandum. Management may then reassign the employee as
follows:
a. The reassignment must be completed within sixty (60)

days of the date the employee assumed assignment to the
post. The time an employee is absent from the post is-net
will be counted toward the sixty (60) days.

b. The number of these reassignments may not exceed ten
percent (10%) of the total PPPA count based on seniority.
The PersonnelAssignment Lieutenant shall be responsible
for maintaining an accurate count of reassignments made
under the Ten Percent Rule.

c. In the event assignment changes are necessary (within the
ten percent [10%] factor allowed), the person being moved
from that assignment shall be given a job change into an
assignment with the same RDOs and substantially similar
start and stop times for the remainder of the bid period.

d. lf the employee disagrees with the reasons for the removal
from the PPPA, the employee can grieve the change,
within twenty-one (21) calendar days of notification, directly
to the Appointing Authority. This grievance must be heard,
and a written response provided, by the Appointing
Authority within fourteen (14) calendar days. The
grievance may not be appealed beyond the Appointing
Authority. The filing of a grievance shall not postpone any
such removal.



E.
1 .

CONTINUOUS BID PROCESS
Statement of Purpose
The continuous Bid Process is to allow employees to continue to
fill vacant PPPA's, by seniority, once the initial process has been
implemented.
lmplementation
a. Vacant PPPAs will be posted on the first Monday of each

month. Any eligible Correctional Officer will be allowed to
bid including those already in a PPPA.

b. All assignment for those who were successful in achieving
an available PPPA, the results will be posted by the fourth
Monday of each month. All job changes wil l have an
effective date of not more than fourteen (14) calendar days
from the date of the posting results.

c. This posting and bid "window" will be a minimum of ten
(10) calendar days, with no bids being accepted after the
close of business on the second Friday after the initial
posting.

d. Subsequent to the initial bid, an othenruise eligible officer
may participate in the continuous bid process up to five
times during the bid period. Bids due to deactivations or
changes to a post's RDOs or starUstop times shall not
count towards this cap. Bids due to removal for cause, 10
percent rule, performance evaluations or adverse actions
shall only be counted against the cap for a maximum of
two bids.

2 .

F. CONDITIONAL BIDS

The conditional Bid Process will be the process in which pppAs are filled
on a temporary basis. Once it is determined that a pppA could be
temporarily vacant for more than thirty (30) calendar days, the pppA will
be posted for a "conditional bid". The conditional bid would only be in
effect untilthe original bidder returns to assume the pppA within the
following time frames. An employee displaced from a conditional bid post
may participate ín the continuous bid process, or will be assigned at
management's discretion without regard to watch, RDos, or starustop
times:

1. All vacancies wíth the exception of Military Leave or Union
Officers:
These employees would be subject to a one (1) year time
limitation before the conditional status of the post expires. The
employee in the job could remain in said post. The Appointing
Authority can extend this time on a case by case basis.



2. Military Leave:
ln the event an employee is ordered to active military duty, these
employees would be subject to length of the bid period before the
conditional status expires. The employee in the job could remain
in said post. The Appointing Authority can extend this time on a
case by case basis.

Union Officers:
All employees subject to being placed in to a post utilizing "super
seniority" will submit a bid form based upon their seniority. Once
this process has been completed Union Officials who are
designated by CCPOA to fill Chapter President/Chief Job Steward
posts based upon "super seniority" will be assigned to those
designated posts upon their request. Should a union official
assume the designated post utilizing "super seniority", they would
remain in said job unti l he/she is un-elected or the Chapter
President designates a different Chief Job Steward. At this time,
the employee would return to the position originally bid by their
seniority. During the time that the employee is in a post based
upon "super seniority", their seniority bid post will be offered as a
conditional bid subject to the length of the bid period.

Gender Restricted Posts
In the event that there are qender restrictive posts unfilled,
manaqement will make appropriate adiustments in the post duties
to accommodate the emplovee that bids to a qender restrictive
posts.

RE EVATUATION
gn er abeut June 30; 2004 and ne later than July 31; 2004; er upen

+

MAINTENANCE

After the initial PPPAs have been made, the following steps will be
adhered to regarding maintenance of the process:

1. lf a PPPA becomes vacant, the PPPA will be filled through the
continuous bid process. Unless specifically authorized by the
Bargaining Unit 6 MOU these procedures or local mutual
agreement, the designation of a particular post as a PPPA cannot
be altered in any fashion without fulfilling the notice requirements
of Section 27.01 ot the Unit 6 MOU.

3.

4
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4.

Employees displaced from a PPPA as a result of a deactivation
will be placed in an assignment with the same RDOs if available,
and substantially similar starUstop times.
Upon activation, all activated posts will be subject to subsection A.
METHODS, of this procedure. Newly designated PPPAs wil l be
subject to the continuous bid process.
Upon written request of an employee to vacate a PPPA,
management may, at its discretion, approve the employee's
movement to a management position. Such movement wil l be
without regard to watch, RDOs or start/stop times.
An employee shall be permitted to rebid to the same PPPA.
Should the employee be successful in their bid attempt, the
employee will be subject to all provisions of this procedure as if
assigned for the first time.
Employees shall not be permitted to remain in any PPPA in a high
stress area, commensurate with the provisions outlined in DOM
Section 33010.30.2, unless exempted by the Appointing Authority.
The employee may rebid for a PPPA in a high stress area after
one (1) year in a non high stress assignment.
lf after the bid process has occurred the RDOs and starUstop
times attached to a post are significantly changed, the affected
employee may choose to remain in the post; and/or participate in
the continuous bid process.
An employee may not be removed from a PPPA based upon the
issuance of a LOl.
An employee may be temporarily removed from a PPPA pending
a personnel investigation/EEO investigation, but will be assigned
to substantially similar starUstop times and RDOs. Once the
investigation has been concluded and if the charges have not
been substantiated, the employees may be returned to their
PPPA.
Any PPPA not bid during the bid period by an eligible employee
shall temporarily revert to management, and be subject to the
continuous bid process.
For purposes of expressing a personnel preference, the Chapter
PresidenUOhief Job Steward(s) shall be given "super" seniority in
order to select a PPPA. When an employee is removed from
hisiher position as a Chief Job Steward they will be subject to the
guidelines of the Conditional Bid Process.
Upon completion of the Apprenticeship period, an otherwise
eligible employee, may participate in the PPPA continuous bid
process.

I
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1 3 . Unless otherwise allowed by this procedure, once an employee
has successfully been assigned to a PPPA, the employee may
only be moved involuntarily for cause. As used in this context,
cause is NOT interpreted as adverse in nature or substandard for
purposes of a pedormance appraisal. The supervisor must
document the specific reasons for removing the employee from
the PPPA and provide a copy to the employee. The employee
must then be placed in an assignment with the same RDOs and
substantially similar starU stop times. The vacated PPPA will be
subject to the continuous bid process. lf the employee disagrees
with the reasons for the removal from the PPPA, the employee
can grieve the change, within twenty-one (21) calendar days of
notification, directly to the Appointing Authority. This grievance
must be heard, and a written response provided, by the
Appointing Authority within fourteen (14) calendar days. The
grievance may not be appealed beyond the Appointing Authority.
The grievance shall not postpone any such removal for cause.
lf an employee is to be removed from a PPPA, as a result of an
adverse action, the removal will be upon the effective date of the
adverse action related to job performance (upon the conclusion of
the Ske//y hearing process and/or time frames associated with that
process). Such movement will be to the same watch, without
regard to RDOs or starUstop times. The employee will not be
eligible to parlicipate in the PPPA process for one (1) year period.
The vacated PPPA will be subject to the continuous bid process.
The Appointing Authority may exclude the employee from bidding
to a specific assignment area for the remainder of the bid period
and subsequent bid period.
In reference to subsection 8.1.c., an employee may be removed
from the PPPA upon receipt of the final copy of a substandard
performance evaluation. Such movement will be to a post with
substantially similar starUstop times. The vacated PPPA will revert
to the continuous bid process. The employee will not be permitted
to participate in the PPPA process for a one (1) year period.
An emplovee who is in a PPPA post mav be assiqned alternative
duties as necessary, not normallv to exceed 4 hours of their shift
except in an emerqencv i.e. incident or aftermath of an incident or
durinq a lockdown/modified proqram.

Gender Restrictive Posts

The fillinq of a qender restrictive post for proposes of overtime,
vacation/holidav relief. militarv leave or other temporarv basis will be
made reqardless of qender. Manaqement will adiust the qender
restrictive post's duties as necessarv.

1 4 .

1 5 .

1 6 .
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J. DISPUTES

All disputes concerning PPPA issues, that are unable to be resolved at
the local level shall be directed to the Joint Labor/Management
Committee for final resolution, as the final level of review. The Joint
Labor/Management Committee shall be comprised with equal
representation of three (3) persons appointed by the Ði+eete+ Secretarv of
Cerreetiens CDCR and CCPOA, respectively. Disputes will be resolved
by majority vote.

K. REALIGNMENT OF 7Ol30 SPLIT & SUBSEQUENT REBID
Within 90 davs of ratification of the MOU by union and leqislature, a
realiqnment and subsequent bid process wil l begin in accordance
with this provision.



MANAGEMENT PROPOSAL

Date:Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ART¡CLE 13: HEALTH AND WELFARE

13.01 - Health Benefit Plan
A. Program Description

Health Benefits

1. ContributionAmounts

fellewing eentributien fer health þenefits, Te þe eligiþle fer this eentributien;
an empleyee must pesitively enrell in a health plan administered er appreved
gy+enS-
(1) The State shall pay up te $168,69 per menth fer eeverage ef an

e+çigte-empleyee,

(3) The State shall pay up te $509,69 per menth fer eeverage ef an

þ, Frem January 1, 2002 threugh Deeemþer 31; 2002; the State agrees te pay
the fellewing eentriþutien ferhealth þenefits, Te þe eligible fer this
eentriþutien, an empleyee must pesitively enrell in a health plan administered
@
É1) The State shall pay up te $176,69 per menth fer eeverage ef an

eligible-emplryee-

(3) The State shall pay up te $53&69per menth fer eeverage ef an

a.-€- @ The State agrees to continue to pay the following
contribution for health benefits. To be eligible for this contribution, an
employee must positively enroll in a health plan administered or approved by
CaIPERS.
(1) The State shall-payçon!¡þgþ up to $321 {#€SSper month for

coverage en of a rflus 2/3 ef the January 1; 2003 CaIPERS HMO;
s i n g I e-pa rty e n ro | | m e nt (Cllgjþ! e-e m pl o ye e o n ly).+reighted-ave+age
premiumìn€r€ase;

(2) The State shallpayçe¡1¡¡bute up to $625 $389s9 per month for
coverage ofa, wo-
party enrollment (elisible employee plus one dependent).-weighted
ave+ag+pr€mium-in€rease"



(3) The State shall pay con!¡ibuþ up to $807 $æ per month for
coverage of a, amily
enrollment (eliqible employee plus two or more dependents).-weighted
averag+pçemiumìn€rease;

Effective the first dav of the pav period in 2007 after union and
leqislative ratification in the 2007/2008 Leqislative Session, the 2007
emplover health benefits contribution for each emplovee shall be a flat
dollar amount as identified below:

The State shall contribute up to $358 per month for coveraqe of a
sinqle-partv enrol lment (el iqible emplovee onlv).

The State shall contribute up to $698 per month for coveraqe of a two-
partv enrol lment (el iqible emplovee plus one dependent).

The State shall contribute up to $901 per month for coveraqe of a
familv enrollment (emplovee plus two or more dependents).

There will be no retroactivitv of the above stated health benefit
increases.

Effective the first dav of the pav period in 2008 after union and
lesislative ratification in the 2007/2008 Leqislative Session, the 2008
emplover health benefits contribution for each emplovee shall be a flat
dollar amount as identified below:

The State shall contribute up to $394 per month for coveraqe of a
sinsle-partv enrol lment (el ioible emplovee only).

The State shall contribute up to $763 per month for coveraqe of a two-
party enrol lment (el iqible emplovee plus one dependent).

ïhe State shall contribute up to $982 per month for coveraqe of a
familv enrollment (emplovee plus two or more dependents)

There will be no retroactivitv of these health benefìt increases.

b.



c. Effective January 1 , 2009. and Januarv 1, 2010 the emplover health
benefits contribution fo,r each emplovee shall be a flat dollar amount
equal to 85 percent of the weiqhted averaqe of the Basic health
benefit plan premiums for a State active civil sgrvice emplovee
enrolled for self-alone, durinq the benefit vear to which the formula is
applied: for the four Basic health benefit plans that had the laroest
State active civil service enrollment. excludinq familv members, durino
the prqvious benefit vear. For each emplovee with enrolled familv
members, the emplover shall gontribute an additionalflat dollar
amount equal to 80 percent of the weiqhted averaqe of the additional
premiums required for enrollment of those familv members. durinq the
benefit vear to which the formula is applied, in the four Basic health
benefit plans that had the larqest State active civil service enrollment
excludinq familv members, durinq the previous benefit vear.

The contributions are based on the Health Benefit partv codes in a
health plan administered or approved bv CaIPERS. The established
dollar amount(s) shall not be increased in subsequent vears except as
noted above.

2. Employee Eligibi l i ty
a. For purposes of this section, "el igible employee" shall  be defined by the

Public Employees' Medical and Hospital Care Act.
b. Permanent lntermittent Employees

(1) Permanent Intermittent Employees (PlEs)wil l  quali fy to receive health
benefits the first day of the pay period following graduation from the
academies of CDCR a+ìd€YA. PlEs will have 60 days to enroll. This
coverage is to be applied to the control period that the graduation date
is in; and the eligibility continues through the following control period.
Thereafter, PlEs must work a minimum of four hundred eighty (480)
hours in each control period as established by PERS to continue
coVerage,pursuant toGovernmentCodeSect ionW9'

3. Family Member Eligibi l i ty
a. For purposes of this section, "eligible family member" shall be defined by the

Public Employees' Medical and Hospital Care Act and includes domestic
partners that have been cedified with the Secretary of State's office in
accordance with AB 26 (Chapter 588, Statutes of 1999).



Management Proposal

Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject: ART¡CLE l4: ALLOWANCES AND REIMBURSEMENTS

14.01 Business and Travel
The State agrees to reimburse employees for actual, necessary and appropriate
business expenses and travel expenses incurred 50 miles or more from home and
headquarters, in accordance with existing DPA rules and set forth below. Lodging and/or
meals provided by the state or included in hotel expenses or conference fees or in
transportation costs such as airline tickets or othenrvise provided shall not be claimed for
reimbursement. Snacks and continental breakfasts such as rolls, juice and coffee are not
considered to be meals. Each item of expenses of $25 or more requires a receipt;
receipts may be required for items of expense that are less than $25. When receipts are
not required to be submitted with the claim, it is the employee's responsibility to maintain
receipts and records of their actual expenses, and make them available for audit upon
request by their department, state control agencies and/or the Internal Revenue Service.
Each State agency shall determine the necessity for and method of travel.

A. Meals/lncidentals. Meal expenses for breakfast, lunch and dinner will be
reimbursed in the amount of actual expenses up to the maximums.
Receipts for meals must be maintained by the employee as substantiation
that the amount claimed was not in excess of the amount of the actual
expense. The term "incidentals" includes but is not limited to, expenses
for laundry, cleaning and pressing of clothing, and fees and tips for
service, such as for porters and baggage carriers. lt does not include
taxicab fares, lodging taxes or the costs of telegrams or telephone calls.

1. Rates. Actual meal/incidental expenses incurred will be
reimbursed in accordance with the maximum rates and time frame
requirements outlined below.

Breakfast Up to $ 6.00
Lunch Up to $10.00
Dinner Up to $18.00
lncidentals Up to $ 6.00 (Every full24

hours of travel)
Total $ 40.00

2. Time-frames. For continuous short-term travel of more than 24
hours but less than 31 days, the employee will be reimbursed for
actual costs up to the maximum for each meal, incidental, and
lodging expense for each complete 24 hours of travel, beginning
with the traveler's time of departure and return as follows:

a. On the fractional day of travel at the beginning of a trip of
more than 24 hours:



B.

Trip begins at or before 6 am: breakfast may be claimed
Trip begins at or before 11 am: lunch may be claimed
Trip begins at or before 5 pm: dinner may be claimed

b. On the fractional day of travel at the end of a trip of more than 24
hours:
Trip ends at or after I am: breakfast may be claimed
Trip ends at or after 2 pm: lunch may be claimed
Trip ends at or after 7 pm: dinner may be claimed
lf the fractional day includes an overnight stay, receipted lodging
expenses may be claimed or reimbursed more than once on any
given date or during any 24-hour period.
For continuous travel of less than 24 hours, the employee will be
reimbursed for actual expenses up to the maximum as follows.
Travel begins at or before 6 am and ends at or after 9 am:
Breakfast may be claimed.
Travel begins at or before 4 pm and ends at or after 7 pm: Dinner
may be claimed.
lf the trip extends overnight: Receipted lodging may be claimed.
No lunch or incidentals may be claimed on a trip of less than 24
hours.

Lodging. All lodging reimbursement requires a receipt from a commercial
lodging establishment such as a hotel, motel, bed and breakfast inn, or
public campground that caters to the general public. No lodging will be
reimbursed without a valid commercial lodging establishment receipt.

1. Regular State Business ïravel:
a. Statewide, in all California locations not listed in b or c

below, for receipted lodging while on travel status to
conduct state business, actual lodging up to $84.00 plus
applicable taxes.

b. When employees are required to do business and obtain
lodging in the counties of Los Angeles and San Diego,
actual lodging up to $1 10 plus applicable taxes.

c. When employees are required to do business and obtain
lodging in the counties of Alameda, San Francisco, San
Mateo and Santa Clara, reimbursement will be for actual
receipted lodging to a maximum of $140 plus applicable
taxes.

2. State Sponsored Conferences or Conventions:
a. For receipted lodging while attending state sponsored

conferences and conventions, when the lodging is
contracted by the state sponsor for the event, and the
appointing authority has granted prior approval for
attendance and lodging at the contracted rate and
establishment.



(1) Statewide, with a lodging receipt: Actual lodging up
to $110 plus applicable taxes.

b. Non-State Sponsored Conferences or Conventions:
(1) For receipted lodging while attending Non-State

sponsored conferences and conventions, when the
lodging is contracted by the sponsor for the event,
and the appointing authority has granted prior
approval for attendance and lodging at the
contracted rate and establishment.

(2) Statewide, with the lodging receipt: Actual lodging
when approved in advance by the appointing
authority.
Reimbursement of lodging expenses in excess of
specified amounts, excluding taxes require
advance written approvalfrom DPA. DPA may
delegate approval authority to departmental
appointing powers or increase the lodging
maximum rate for the geographical area and period
of time deemed necessary to meet the needs of the
State. An employee may not claim lodging, meal or
incidental expenses within 50 miles of his/her home

' or headquarters.
C. Long-term Travel. Actual expenses for long term meals and receipted

lodging wil l be reimbursed when the employee incurs expenses in one
location comparable to those arising from the use of establishments
catering to the long-term visitor.

1. Full Long-term Travel: In order to qualify for full long{erm travel
reimbursement, the employee on longterm field assignment must

:""'T;: l'î[ì3r,îti"?;inues to maintain a permanent
residence at the primary headquarters, and
The permanent residence is occupied by the employee's
dependents, or
The permanent residence is maintained at a net expense
to the employee exceeding $200 per month.
The employee on full long-term travel who is living at the
long-term location may claim either:

a. Reimbursement for actual individual expense,
substantiated by receipts, for lodging, water, sewer, gas
and electricity, up to a maximum of $1 130 per calendar
month while on the long{erm assignment, and actual
expenses up to $10.00 for meals and incidentals, for each
period of 12to 24 hours and up to $5.00 for actual meals
and incidentals for each period of less than 12 hours at the
long-term location, or
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b. Long-term subsistence rates of $24.00 for actual meals
and incidentals and $24.00 for receipted lodging for travel
of 12 hours up to 24 hours; either $24.00 for actual meals
or $24.00 for receipted lodging for travel less than 12
hours when the employee incurs expenses in one location
comparable to those arising from the use of establishments
catering to the long-term visitor.

2. An employee on long-term field assignment who does not
maintain a separate residence in the headquaders area may claim
long-term subsistence rates of up to $12.00 for actual meals and
incidentals and $12.00 for receipted lodging for travel of 12 hours
up to 24 hours at the long{erm location; either $12.00 for actual
meals or $12.00 for receipted lodging for travel less than 12 hours
at the long-term location.

Out-of-State Travel: For short{erm out-of-state travel, State employees
will be reimbursed actual lodging, supported by a receipt, and will be
reimbursed for actual meal and incidental expenses in accordance with
above. Failure to furnish lodging receipts will limit reimbursement to the
meal/incidental rate above. Long-term outof-state travel will be
reimbursed in accordance with the provisions of Long-term Travel above.

Out of Country Travel: For short-term out of country travel, State
employees will be reimbursed actual lodging, substantiated by a receipt,
and wil l be reimbursed actual meals and incidentals up to the maximums
published in column B of the Maximum Travel per Diem Allowances for
Foreign Areas, Section 925, U.S. Department of State Standardized
Regulations and the meal/incidental breakdown in Federal Travel
Regulation Chapter 301, Travel Allowances, Appendix B. Long-term Out
of Country travelwill be reimbursed in accordance with the provisions of
Long-term travel above, or as determined by DPA. Subsistence shall be
paid in accordance with procedures prescribed by the Department of
Personnel Administration. lt is the responsibil i ty of the individual
employee to maintain receipts for their actual meal expenses.

Transportation. Transpodation expenses include, but are not limited to
airplane, train, bus, and taxi fares, rental cars, parking, mileage
reimbursement and tolls that are reasonably and necessarily incurred as
a result of conducting State business. Each State agency shall determine
the method of and necessity for travel. Transportation will be
accomplished and reimbursed in accordance with the best interest of the
State. An employee who chooses and is approved to use an alternate
method of transportation will be reimbursed only for the method that
reflects the best interest of the State.

F.



1 . Mileage Reimbursement
a. When an employee is authorized by his/ her appointing

authority or designee to operate a privately owned vehicle
on State business the employee will be allowed to claim
and be reimbursed
Standard Mileaqe Rate (FSMR). Mileage reimbursement
includes all expenses related to the use, and maintenance
of the vehicle, including but not l imited to gasoline, up-
keep, wear and tear, t ires, and all insurance including
liabil ity, coll ision and comprehensive coverage;
breakdowns, towing and any repairs, and any additional
personal expenses that may be incurred by an individual
as a result of mechanical breakdown or collision.

b. When an employee is required to report to an alternative
work location, the employee may be reimbursed for the
number of miles driven in excess of his/her normal
commute.

Specialized Vehicles - Employees who must operate a motor
vehicle on official State business and who, because of a physical
disability, may operate only specially equipped or modified
vehicles may claim ,
with certification. Supervisors who approve claims pursuant to this
Subsection have the responsibility of determining the need for the
use of such vehicles.
Private Aircraft Mileage - When an employee is authorized by
his/her department, reimbursement for the use of the employee's
privately owned aircraft on State business shall be made at the
rate of 50 cents per statute mile. Pilot qualifications and insurance
requirements will be maintained in accordance with DPA rule
599.628.1 and the State Office of Risk and Insurance
Management.
Mileage to/from a common carrier - When the employee's use of a
privately owned vehicle is authorized for travel to or from a
common carrier terminal, and the employee's vehicle is not parked
at the terminal during the period of absence, the employee may
claim double the number of miles between the terminal and the
employee's headquarters or residence, whichever is less, while
the employee occupies the vehicle. Exception to "whichever is
less": if the employee begins travel one hour or more before he
normally leaves his home, or ends travel one hour or more after
the end of the work day or travel occurs on a regularly scheduled
day off, mileage may be computed from/to his/her residence.

Receipts. Receipts or vouchers shall be submitted for every item of
expense of $25 or more. In addition, receipts are required for every item
of transportation and business expense incurred as a result of conducting
State business except for actual expenses as follows:

1. Railroad and bus fares of less than $25 when travel is wholly
within the State of California.

2 .
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2. Street car, ferry fares, bridge and road tolls, local rapid transit
system, taxi, shuttle or hotel bus fares, and parking fees of $10.00
or less for each continuous period of parking or each separate
transportation expense noted in this item.
Telephone, telegraph, tax or other business charges related to
State business of $5.00 or less.
In the absence of a receipt, reimbursement will be limited to the
non-receipted amount above.
Reimbursement will be claimed only for the actual and necessary
expenses noted above. Regardless of the above exceptions, the
approving officer may require additional certification and/or
explanation in order to determine that an expense was actually
and reasonably incurred. In the absence of a satisfactory
explanation, the expense shall not be allowed.

4.

5.



MANAGEMENT PROPOSAL

Date:Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 14: ALLOWANCES AND REIMBURSEMENTS

14.04 Uniform/Uniform Accessories Replacement Allowance
A. The parties agree that it is in the best interest of all concerned for employees who

are required by the State to provide and wear uniforms and uniform accessories, to
maintain those uniforms and accessories in a clean and neat condition. To this end,
so that employees shall appear at the worksite in uniforms/uniform accessories
which are neat, clean and in good repair at all times, the State will provide a
uniform/u niform accessories replacement al lowance.

B. Except for MTAs, when the State requires a uniform and uniform accessories to be
worn and when the conditions above are met, the State will provide a
uniform/uniform accessories replacement allowance determined by 1.,2., or 3.,
below:

1. A permanent employee required to wear a uniform and uniform accessories
on a full-time basis shall receive a uniform allowance of $530 per year, to be
paid annually.

Effective first of the pav period after union and leoislative ratification, but no
sooner than Julv 1, 2007, the uniform allowance shall be increased from
$530 to $730 per vear.

Effective Julv 1. 2008, the uniform allowance shall be increased from $730
per vear to $880 per vear.

2. A permanent employee required to wear a uniform and uniform accessories
on less than a full{ime basis the uniform allowance under this subsection
shall be $305 per year.

Effective first of the pav period after union and legislative ratification, but no
sooner than Julv 1. 2007. the union allowance shall be increased from $305
to $420 per vear.

Effective Julv 1, 2008, the uniform allowance shall be increased from $420
per year to $506 per vear.

3. lf a permanent full-time employee works fifty percent (50%) or more of the
contract year, in uniform, said employee shall be paid the full amount
required in paragraph 8.1. above. lf an employee works less than fifty
percent (50%) of the contract year, in uniform, said employee shall be paid
the full amount stated in 8.2. above.
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4. lf an employee, who otherwise meets the conditions in 8.1 . or 8.2. above,
promotes or transfers out of the uniform class or otherwise leaves said
uniform class, he/she shall receive a prorated share of the annual uniform
allowance for whích he/she is qualified.

"Uniform" means outer garments as defined by management which are required to
be worn exclusively while carrying out the duties and responsibilities of the position
and which are different from the design or fashion of the general public. This
definition includes items that serve to identify the person, agency, functions
pedormed, position or time in service. "Uniform accessories" means items which
supplement or add to the usefulness of the uniform and which are necessary while
carrying out the duties and responsibilities of the position. This definition includes
such things as belts, key holders, whistles, baton rings, flashlights, etc.

1. Whenever a Bargaining Unit 6 employee is authorized to wear an approved
jumpsuit, the employee will be responsible for the purchase and
maintenance of the required jumpsuit. In CDCR aR4€YA, CO's and YCO's
are permitted to wear the departmentally approved jumpsuit in all non-public
contact assignments or Posts.

The State shall provide eligible employees an allowance for the initial purchase of
uniform and uniform accessories required as a condition of employment, upon the
successful completion of their probationary period.

€YA gJJ YCOs, and all Camp COs shall wear uniforms/style, color and design as
determined by GYA DJJ, but with GYA DJJ shoulder patches and state-issued
departmental badge. The purpose of this section is for the ready identification and
safety of YCOs and Camp COs in the field.

This uniform allowance shall be a separate check apart from the employee's normal
check and shall not be included for purposes of computing benefits (including, but
not limited to, PERS calculations) and/or additional compensation. This section shall
be effective upon enactment of legislation which clearly exempts this provision of
the definition of "compensation" contained in Government Code Section 20022. The
annual reimbursement period is November 1 to October 31 of the following year.
Employees shall receive their allowance no later than December 15th of each year.

All other state laws, rules and departmental policies regarding uniform allowance
shall remain in effect.

Subsequent to the allowance issued upon successful completion of probation, PlEs
in a uniform class who work one thousand forty (1,040) hours or more shall receive
the full uniform allowance. All others will be computed by the existing laws and
rules.

The State agrees to continue in its uniform policies the use of the present alternative
headgear with the regular uniform. This policy shall include the wearing of alternate
headgear in tower positions and inmate work crew supervision.

The State agrees to promptly advise new employees as to the typicalweather
conditions they may be exposed to, and to advise employees what type of clothing
to keep stored in their personal vehicles in the event the employee is unexpectedly
assigned to a job that would expose the employee to inclement weather.

ln the event the employee is unexpectedly reassigned and needs to retrieve the
clothing from the personal vehicle parked on the grounds, the employee will be
allowed to use state time to obtain the clothing.

H .
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K. MTAs

1. Uniform Pants: The color and style of these pants shall be determined by
the departmental uniform advisory committee.

2. Jacket: The State shall permit MTAs to wear the departmental three quarter
length, four-pocket parka, if and when approved, or windbreaker with
appropriate departmental insignia, cloth badge and caduceus patch, at the
employee's option and expense.

3. MTA Uniform Allowance Amount: A permanent MTA shall be reimbursed
$305 annually for purchase of the uniform approved by the Departments
(e.9., smocks).

4. MTA Uniform Payment Dates: MTAs shall receive their initialfull uniform
payment no later than thirty (30) calendear days following successful
completion of their probationary period. Thereafter, they shall receive their
annual payment no later than thirty (30) calendar days from January 1.

There shall be no uniform inspections of employees until such time as all
Departments have met the guidelines of DPA rule 599.729 and the uniform
allowances have been adjusted. Despite suspension of the uniform inspections,
employees shall comply with the uniform requirements of their assigned post.

Note: Employees completing probationary periods of less than twelve (12) months
receive the full allowance; however, they do not begin earning subsequent uniform
allowance until they have worked a total of twelve (12) qualifying pay periods, For
example: An employee who completes a six (6) month probation on March 31, must
work six (6) additional qualifying pay periods (April-September) to satisfy the ful
allowance paid at the completion of probation. The reimbursement for the
remainder of the calendar year is for the three (3) month period October-December.

L.



MANAGEMENT PROPOSAL

Date:Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 15: SALARIES

1s.XX Recruit Program

The State agrees to develop and implement a pilot proqram as part of the Department's
recruitment efforts. This pilot proqram will be referred to as the CDCR New Recruit Proqram
whiqh provides for an incentive to recruit a candidate who successfullv completes the
CDCR Peace Officer Academv as a Correctional Officer. Although recruitment efforts will
continue, administration of this proqram will be implemented as soon as possible but no
later than 90 davs after ratification bv the leqislature and union. The administration of this
prooram is the sole responsibilitv and within the sole discretion of CDCR.

(1) The State aorees to provide Barqaininq Unit 6 emplovees a recruitment amount of
$2000 dollars for each candidate recruited who successfullv completes the CDCR
Peace Officer Academv as a Correctional Officer or Youth Correctional Officer.

(2) The $2000 amount will be paid upon written verification of each candidate's
successful qraduation from the CDCR Peace Officer Academv.

(3) Anv amount received pursuant to this proqram shall not be considered as
compensation for purposes of retirement contributions.

(4) Barqaininq Unit 6 emplovees within the Office of Peace Officer Selection and local
recruiters at the field level whose official duties involve the recruitment. testinq,
screeninq and/or selection of candidates for emplovment are not eliqible for this
proqram.

(5) Anv disputes shall be resolved through the "policv orievance" (a non-arbitratal
qrievance) process as outlined in Article 6.

(6) The Department will evaluate this pilot prooram to determine its effectiveness and is
subiect to termination at the Department's discretion. lf the Department chooses to
terminate this proqram. a 30-dav advance notice to the emplovees is required
informinq of the discontinuation of the pilot proqram.

(7) There shall be no limit on the number of candidates that an elisible Barqaininq Unit
6 emplovee mav recruit.



Bargaining Unit :  6

Management Proposal

Date:

Exclusive Representative: CCPOA

Subject: ARTICLE 15: SALARIES

15.01 Salar ies
A. General Salary Increase

In order to recruit and retain highly qualified employees-Unit 6 employees
will receive, salary increases as
follows: i
enfereement eemparative methedelegy mutually agreed te þy the parties,
The speeif ie dates ef the salary inereases shall  be July 1; 2003; July 1;

Effective July 1, 2007. all Unit 6 classifications shall receive a qeneral
salarv increase of five percent (5%). The increase shall be calculated bv
multiplvinq the base salarv bv 1.05. The pañies recoqnize that the actual
salarv increase for each classification mav varv sliqhtlv due to roundinq.

Effective Julv 1, 2008, all Unit 6 classifications shall receive a oeneral
salarv increase of five percent (5%). The increase shall be calculated bv
multiplvino the base salarv bv 1.05. The parties recoqnize that the actual
salarv increase for each classification mav varv sliqhtly due to roundinq.

Effective Julv 1, 2009, all Unit 6 classifications shall receive a seneral
salarv increase of five percent (5%). The increase shall be calculated bv
multiplvinq the base salary bv 1.05. The parties recoqnize that the actual
salarv increase for each classification mav varv sliqhtlv due to rounding.



B. Salary Ranges

1. CO and YCO
COs (WY50/9662) and YCOs (WU90/9579) will be appointed to the

appropriate alternate ranges as follows:

a. Range l: This hourly apprenticeship range shall apply to
COs while attending the basic academy who do not meet the criteria
for payment in Range B, Range C, Range J or Range K.

b. Range A: This apprenticeship range shall apply to COs and
YCOs while attending the basic academy established by the
departments, who do not meet the criteria for payment in Range B,
Range C, Range J or Range K.
c. Range B: This apprenticeship range shall apply to
employees who have graduated from or completed the appropriate
basic academy established by the departments, who do not meet
the criteria for payment in Range C, Range J or Range K'

Upon movement to Range B from Range 1 or Range A, employees
shall receive the minimum salary rate. Upon satisfactory progress in
completing requirements of the apprenticeship program established
for the classification, employees are eligible to receive one (1) step
five percent (5%) apprenticeship increases effective the first day of
the monthly pay period following every six (6) qualifying pay periods
until the maximum of the range is reached.
NOTE: To document the one (1) step five percent (5%)
apprenticeship increase, the State Controller's Office shall treat the
increase as a Merit salary Adjustment (MSA) in order to automate
the increase. This increase is subject to the Merit Salary Adjustment
(MSA) process.
d. Range G: This journey-person range shall apply to
employees who have satisfactorily completed the apprenticeship
program for the employee's classification and who do not meet the
criteria for payment in Range K.
Upon movement to Range C from Range B or Range J employees
shall receive the minimum salary rate or a one (1) step five percent
(5%) increase, whichever is higher and shall receive a new merit
salary adjustment anniversary date. Thereafter, every twelve (12)
qualifying pay periods after movement to Range C, employees shall
receive merit salary adjustments in accordance with BU 6 MOU until
the maximum of the range is reached.
e. Range J. Effeetive Oeteþer 1; 1998; t This apprenticeship
range shall apply to incumbents who meet criteria for payment at
Range B under Alternate Range Criteria 168 and who are required
to work a minimum of 4€g+ 164 hours in a recurring 28 consecutive
day work period as established by the departments under the 7K
provision of the FLSA pursuant to the BU 6 MOU. This alternate
range represents full compensation for all hours worked up to 468+
164 hours in a 28 consecutive day work period.



f. Range K.@This journeyperson
range shall apply to incumbents who meet criteria for payment at
Range C under Alternate Range Criteria 168 and who are required
to wórk a minimum of l€g+ 164 hours in a recurring 28 consecutive
day work period as established by the departments under the 7K
provision of the FLSA pursuant to the BU 6 MOU.
(1) This alternate range represents full compensation for all

hours worked up to {€g+ 164 hours in a 28 consecutive day
work Period.

(2) Upon movement to Range K from Range C, employees shall
receive a one-step (5%) increase and shall retain their merit
salary adjustment anniversary date.

(3) Upon movement to Range K from Range J employees shall
receive the minimum salary rate and shall receive a new
merit salary adjustment anniversary date.

(4) Thereafter, every twelve (12) qualifying pay periods,
employees shall receive merit salary adjustments in
accordance with the BU 6 MOU until the maximum of the
range is reached.

. (5) When employees are no longer eligible for payment under
the provisions of Range K, they shall be placed in Range C
with one-step (5%) decreased from their Range K salary rate
and shall retain their merit salary adjustment anniversary
date. Salary Ranges 1, A, B, and C may be used individually
to make salary comparisons for discretionary actions
between classes. Salary Range C shall be used to make
salary comparisons for mandatory actions if the move is "to"
the class of correctional officer (co) or Youth correctional
Officer (YCO). Salary Ranges J and K shall NOT be used to
make salary comparisons between classes, except as
provided for in Section 15.19.

2. Youth Correctional Counselor

Youth correctional counselors (wu65/9581) will be appointed to
the appropriate alternate ranges as follows:

a. Range A: This apprenticeship range shall apply to
employees while attending the basic academy established by the
Department and who do not meet the criteria for payment in Range
B, Range C, Range J or Range K.
b. Range B: This apprenticeship range shall apply to
employees who have graduated from the basic academy
established by the Department and who do not meet the criteria for
payment in Range C, Range J or Range K.



Upon movement to Range B from Range A , employees shall
receive the minimum salary rate or a one (1) step five percent (5%)
increase, whichever is higher, and shall receive a new merit salary
adjustment anniversary date. Upon satisfactory progress in
completing requirements of the apprenticeship program established
for the classification, employees are eligible to receive one (1) step
five percent (5%) apprenticeship increases effective the first day of
the monthly pay period following every six (6) qualifying pay periods
until the maximum of the range is reached.
NOTE: To document the one (1) step five percent (5o/o)
apprenticeship increases, the State Controller's Office shall treat the
increase as a Merit Salary Adjustment (MSA) in order to automate
the increase. This increase is subject to the Merit Salary Adjustment
(MSA) process.
c. Range G: This journeyperson range shall apply to
employees who have satisfactorily completed twenty-four (24)
months in Range B or Range J and the apprenticeship program for
the employee's classification and who do not meet the criteria for
payment in Range K.
Upon movement to Range C from Range B or Range J employees
shall receive the minimum salary rate or a one (1) step five percent
(5%) increase, whichever is higher and shall receive a new merit
salary adjustment anniversary date. Thereafter, every twelve (12)
qualifying pay periods after movement to Range C, employees shall
receive merit salary adjustments in accordance with the BU 6 MOU
until the maximum of the range is reached.
d. RangeJ. @This aPPrenticeshiP
range shall apply to incumbents who meet criteria for payment at
Range B under Alternate Range Criteria 170 and who are required
to work a minimum of {€€}+ 164 hours in a recurring 28 consecutive
day work period as established by the departments under the 7K
provision of the FLSA pursuant to the BU 6 MOU. This alternate
range represents full compensation for all hours worked up to 4-êg+
164 hours in a 28 consecutive day work period.
e. Range K. @This journeyperson
range shall apply to incumbents who meet criteria for payment at
Range C under Alternate Range Criteria 170 and who are required
to work a minimum of 4€g+ 164 hours in a recurring 28 consecutive
day work period as established by the departments under the 7K
provision of the FLSA pursuant to the BU 6 MOU. This alternate
range represents full compensation for all hours worked up to {€8+
164 hours in a Zl8 consecutive day work period.

3. Correctional Counselor I and PA I

Correctional Counselors | (XS40/9904); PAs l, Adult Parole
(X87019765); and PAs l, CYA (XC8019701) will be appointed to the
appropriate alternate ranges as follows:



a. Range A: This apprenticeship range shall apply to
employees who do not meet the
criteria for payment in Range B, Range J or Range K.
Upon entry to this range, the employee shall normally receive the
minimum salary rate or a one (1) step five percent (5%) increase,
whichever is higher. Upon satisfactory progress in completing
requirements of the apprenticeship program established for that
classification, employees are eligible to receive a one (1) step five
percent (5%) apprenticeship increase effective the first day of the
monthly pay period following every six (6) qualifying pay periods
thereafter until the maximum of the range is reached.
NOTE: To document the one (1) step five percent (5%)
apprenticeship increase, the State Controller's Office shall treat the
increase as a Merit Salary Adjustment (MSA) in order to automate
the increase. W This increase is subject to
the Merit Salary Adjustment (MSA) process.
b. Range B: This journey-person range shall apply to
employees ho have satisfactorilY
completed twenty-four (24) months of service in Range A and the
apprenticeship program for the employee's classification.
Upon movement to Range B from Range A, employees shall
receive the minimum salary rate or a one (1) step five percent (5%)
increase, whichever is higher and shall receive a new Merit Salary
Adjustment anniversary date. Thereafter, every twelve (12)
qualifying pay periods after movement to Range B, employees shall
receive Merit Salary Adjustments in accordance with the BU 6 MOU
until the maximum of the range is reached.
c. Range J. Effeetive Nevemþer I ' 1998' t This apprenticeship
range shall apply to employees
who do meet the criteria for payment at Range A under Alternate
Range Criteria 329 and who are required to work a minimum of {€g+
164 hours in a recurring 28 consecutive day work period as
established by the department under the 7K provision of the FLSA
pursuant to the BU 6 MOU. This alternate range represents full
compensation for all hours worked up to {€8* 164 hours in a 28
consecutive day work period.
(1) Upon movement to Range J from Range A, employees shall

receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date. Thereafter, employees
are eligible to receive a one-step (5%) apprenticeship
increase effective the first day of the monthly pay period
following every six (6) qualifying pay periods untilthe
maximum of the range is reached.

(2) When employees are no longer eligible for payment under
the provisions of Range J they shall be placed in Range A
with one-step (5%) decreased from their Range J salary rate
and shall retain their Merit Salary Adjustment anniversary
date.



d. Range K. Effeetive Nevember 1; 1998; t This journeyperson
range shall apply to incumbents who meet the criteria for payment
at Range B under Alternate Range Criteria 329 and who are
required to work a minimum of {€g+ 164 hours in a recurring 28
consecutive day work period as established by the department
under the 7K provision of the FLSA pursuant to the BU 6 MOU. This
alternate range represents full compensation for all hours worked up
to 4€g+ 164 hours in a28 consecutive day work period.
(1) Upon movement to Range K from Range B, employees shall

receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date. Thereafter, every
twelve (12) qualifying pay periods after movement to Range
K, employees shall receive Merit Salary Adjustments in
accordance with the BU 6 MOU until the maximum of the
range is reached.

(2) Upon movement to Range K from Range J employees shall
receive the minimum salary rate or one-step (5%) increase,
whichever is higher, and shall receive a new Merit Salary
Adjustment anniversary date. Thereafter, every twelve (12)
qualifying pay periods after movement to Range K,
employees shall receive Merit Salary Adjustments in
accordance with the BU 6 MOU until the maximum of the
range is reached.

(3) When employees are no longer eligible for payment under
the provisions of Range K, they shall be placed in Range B
with one-step (5%) decreased from their Range K salary rate
and shall retain their Merit Salary Adjustment anniversary
date.

Employees INITIALLY appointed on or after October l, 1992 to the classification of
Correctional Gounselor l; Parole Agent l, Adult Parole; or Parole Agent l, Youth
Authority shall NOT be eligible for appointment nor subsequent movement to
Ranges W, X, L or M.
Empfoyees tNITIALLY appointed PRIOR to October 1,1992 to the classification of
Gorrectional Counselor l; Parole Agent l, Adult Parole; or Parole Agent I, Youth
Authority shall have permissive reinstatement eligibility only to Ranges W, X, L and
M.

e. Range W: This range shall apply to employees hired (to the
above classifications) PRIOR to October 1, 1992 who do not meet
the criteria for payment in Range X, Range L or Range M.
f .  Range L.  @tfhis rangeshal l
apply to employees hired (to the above classifications) PRIOR to
October 1, 1992 who do meet the criteria for payment at Range W
under Alternate Range Criteria 329 and who are required to work a
minimum of 46ga 164 hours in a recurring 28 consecutive day work
period as established by the department under the 7K provision of
the FLSA pursuant to the BU 6 MOU. This alternate range
represents full compensation for all hours worked up to 4€€l+ 164
hours in a 28 consecutive day work period.



Upon movement to Range L from Range W, employees shall
receive a one-step (5%) increase and shall retain their salary
adjustment anniversary date.
When employees are no longer eligible for payment under the
provisions of Range L, they shall be placed in Range W with one-
step (5%) decrease from their Range L salary rate and shall retain
their salary adjustment anniversary date.
g Range X: This range shall apply to employees hired to the
above classifications PRIOR to October 1, 1992, who have
satisfactorily completed twelve (12) months' experience in California
State service in the classification of Correctional Counselor l; Parole
Agent l, Adult Parole; or Parole Agent l, Youth Authority.
Upon movement to Range X from Range W, employees shall
receive the minimum salary rate or a one (1) step five percent (5%)
increase, whichever is higher. Thereafter, every twelve (12)
qualifying pay periods after movement to Range X, employees shall
receive Merit Salary Adjustments in accordance with the BU 6 MOU
until the maximum of the range is reached.
h. Range M. This range shall
apply to incumbents who meet the criteria for payment at Range X
under Alternate Range Criteria 329 and who are required to work a
minimum of {€g+ 164 hours in a recurring 28 consecutive day work
period as established by the department under the 7K provision of
the FLSA pursuant to the BU 6 MOU. This alternate range
represents full compensation for all hours worked up to 469+ 164
hours in a28 consecutive day work period.
(1) Upon movement to Range M from Range X, employees shall

receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date. Thereafter, every
twelve (12) qualifying pay periods after movement to Range
M employees shall receive Merit Salary Adjustments in
accordance with the BU 6 MOU until the maximum of the
range is reached.

(2) Upon movement to Range M from Range L, employees shall
receive the minimum salary rate, or a one-step (5%)
increase, whichever is higher, and shall receive a new Merit
Salary Adjustment anniversary date. Thereafter, every
twelve (12) qualifying pay periods after movement to Range
M, employees shall receive Merit Salary Adjustments in
accordance with the BU 6 MOU untilthe maximum of the
range is reached.
When employees are no longer eligible for payment under
the provisions of Range M, they shall be placed in Range X
with one-step (5%) decreased from their Range M salary
rate and shall retain their Merit Salary Adjustment
anniversary date.

(3)



i .  Salary Ranges A, B, W, and X may be used individually to
make comparisons for discretionary actions between classes.
Salary Ranges B and X shall be used to make salary comparisons
for mandatory actions if the move is "to" the class of Parole Agent l,
Adult Parole (PA l, AP); or Correctional Counselor | (CC l), or Parole
Agent l, Youth Authority. Salary Ranges J, K, L, and M shall NOT be
used to make salary comparisons between classes, except as
provided for in Section 15.19.

4. p¡r"Captainfigåter,Correctionallnstitution

t'r" Ctotain fighters, Correctional Institution (Y23819001)will be
appointed to the appropriate alternate ranges as follows:

a. Range A: This apprenticeship range shall apply to
employees who do not meet the çriteria for payment in Range B,
Range J, Range K, Range L or Range M.
Upon appointment to this range, employees are eligible to receive a
one (1) step five percent (5%) apprenticeship increase effective the
first day of the monthly pay period following every twelve (12)
qualifying pay periods thereafter until the maximum of the range is
reached.
NOTE: To document the one (1) step five percent (5%)
apprenticeship increase, the State Controller's Office shalltreat the
increase as a Merit Salary Adjustment (MSA) in order to automate
the increase. This increase is subject to the Merit Salary Adjustment
process.
b. Range B: This journeyperson range shall apply to
employees who have completed twenty-four (24) months of service
in Range A, or Range J, or Range L and the apprenticeship
program for the employee's classification and who do not meet the
criteria for payment in Range K or Range M.
Upon movement to Range B from Range A, employees shall
receive the minimum salary rate or a one (1) step five percent (5%)
increase, whichever is higher, and shall receive a new Merit Salary
Adjustment anniversary date. Thereafter, every twelve (12)
qualifying pay periods after movement to Range B, employees shall
receive Merit Salary Adjustments in accordance with the BU 6 MOU
until the maximum of the range is reached.
c. Range J. @This apprenticeship
range shall apply to incumbents who meet criteria for payment at
Range A under Alternate Range Criteria 330 and who are required
to work a minimum of l€g+ 164 hours in a recurring 28 consecutive
day work period as established by the department under the 7K
provision of the FLSA pursuant to the BU 6 MOU. This alternate
range represents full compensation for all hours worked up to l€g+
164 hours in a 28 consecutive day work period; or



d. Range L. Effeetive Oeteber 1; 1998 t This apprenticeship
range shall apply to fulltime incumbents who meet criteria for
payment at Range A under Alternate Range Criteria 330 and who
are required to work a minimum of 216 hours in a recurring 28
consecutive day work period as established by the department
under the 7K provision of the FLSA pursuant to the BU 6 MOU.
(1) Upon movement to Range J from Range A, employees shall

receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date.

(2) Upon movement to Range L from Range A, employees shall
receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date.

(3) Thereafter, employees are eligible to receive a one-step
(5%) apprenticeship increase effective the first day of the
monthly pay period following every twelve (12) qualifying pay
periods thereafter until the maximum of the range is
reached. Qualifying pay periods include time served in
Range A, if applicable.

NOTE: To document the one-step (5%) apprenticeship increase, the
State Controller's Office shall treat the increase as an MSA in order to
automate the increase. This increase is subject to the MSA process.

When employees are no longer eligible for payment under the
provisions of Range J or Range L they shall be placed in Range A with a
one-step (5%) decrease from their Range J or Range L salary rate and
shall retain their Merit Salary Adjustment anniversary date.

e. Range K. Effeetive Oeteþer 1; 1998; t This journeyperson
range shall apply to incumbents who meet criteria for payment at
Range B under Alternate Range Criteria 330 and who are required
to work a minimum of l€8* 164 hours in a recurring 28 consecutive
day work period as established by the department under the 7K
provision of the FLSA pursuant to the BU 6 MOU. This alternate
range represents full compensation for all hours worked up to l€g+
164 hours in a 28 consecutive day work period; or
(1) Upon movement to Range K from Range B employees shall

receive a one-step (5%) increase and shall retain their Merit
Salary Adjustment anniversary date.
Upon movement to Range K from Range J employees shall
receive the minimum salary rate and shall receive a new
Merit Salary Adjustment anniversary date. Upon movement
to Range M from Range B, employees shall receive a one-
step (5%) increase and shall retain their Merit Salary
Adjustment anniversary date.

(2)



f. Range M.@This journeyperson
range shall apply to fulltime incumbents who meet criteria for
payment at Range B under Alternate Range Criteria 330 and who
are required to work a minimum of 216 hours in a recurring 28
consecutive day work period as established by the department
under the 7K provision of the FLSA pursuant to Section 17 .02 of the
BU 6 MOU.
(1) Upon movement to Range M from Range L, employees shall

receive the minimum salary rate and shall receive a new
Merit Salary Adjustment anniversary date.

(2) Thereafter, every twelve (12) qualifying pay periods after
movement to Range K or Range M, employees shall receive
Merit Salary Adjustments in accordance with the BU 6 MOU
until the maximum of the range is reached. Qualifying pay
periods include time served in Range B, if applicable.

(3) When employees are no longer eligible for payment under
the provisions of Range K or Range M, they shall be placed
in Range B with one step (5%) decreased from their Range
K or Range M salary rate and shall retain their Merit Salary
Adjustment anniversary date.

Salary Ranges A and B may be used individually to make salary
comparisons for discretionary actions between classes. Salary
Range B shall be used to make salary comparisons for mandatory
actions if the move is "to" the class of Firefighter, Correctional
Institution (FF, Cl). Salary Ranges J, K, L and M shall NOT be used
to make salary comparisons between classes, except as provided
for in Sect ion 15.19.

5. MTA, Correctional Facility

MTAs, C o rrecti ona I Faci I ity (W225 | 821 7) MIA eCiea++eehniea{
Assis+anf(Psychiatric) (W22618221) shall be appointed to the appropriate
alternate ranges as follows:

a. Range A: This range shall apply to employees who do not
meet the criteria for payment in Range B, Range J or Range K.
b. Range B: This range shall apply to employees who have
satisfactorily completed twelve (12) months in Range A and who do
not meet the criteria for payment to Range K.
Upon movement to Range B from Range A, employees shall
receive the minimum salary rate or a one (1) step (five percent [5%])
increase, whichever is higher. Thereafter, every twelve (12)
qualifying pay periods after movement to Range B, employees shall
receive Merit Salary Adjustments in accordance with of the BU 6
MOU until the maximum of the range is reached.



c. Range J: @This aPPrenticeshiP
range shall apply to the incumbents who meet criteria for payment
at Range A under Alternate Range.Criteria 290 and who are
required to work a minimum of 4€8* 164 hours in a recurring 28
consecutive day work period as established by the departments
under the 7K provision of the FLSA pursuant to the BU 6 MOU. This
alternate range represents full compensation for all hours worked up
to -1€8 164 hours in a 28 consecutive day work period.

Upon movement to Range J from Range A, employees shall receive
the minimum salary rate and shall retain their Merit Salary
Adjustment anniversary date.
When employees are no longer eligible for payment under the
provisions of Range J they shall be placed in Range A at the
minimum salary rate and shall retain their Merit Salary Adjustment
anniversary date.
d. Range K: @This journeyperson
range shall apply to the incumbents who meet criteria for payment
at Range B under Alternate Range Criteria 290 and who are
required to work a minimum of 469+ 164 hours in a recurring 28
consecutive day work period as established by the depadments
under the 7K provision of the FLSA pursuant to the BU 6 MOU. This
alternate range represents full compensation for all hours worked up
to {68 164 hours in a 28 consecutive day work period.
Upon movement to Range K from Range B, employees shall
receive a one step (5%) increase and shall retain their Merit Salary
Adjustment anniversary date.
Upon movement to Range K from Range J, employees shall receive
the minimum salary rate and shall receive a new Merit Salary
Adjustment anniversary date.
Thereafter, every twelve (12) qualifying pay periods after movement
to Rank K, employees shall receive performance salary adjustments
in accordance with the BU 6 MOU until the maximum of the range is
reached.
When employees are no longer eligible for payment under the
provisions of Range K, they shall be placed in Range B with one-
step (5%) decreased from their Range K salary rate and shall retain
their Merit Salary Adjustment anniversary date.
Salary Ranges A and B may be used individually to make salary
comparisons for discretionary actions between classes. Salary
Range B shall be used to make salary comparisons for mandatory
actions if the move is "to" the class of Medical Technical Assistant,
Correctional Facility (MTA, CF), Medical Technical Assistant,
Psychiatric, or Casework Specialist, Youth Authority. Salary Ranges
J and K shall NOT be used to make salary comparisons between
classes, except as provided for in Section 15.19.
Upon movement in the same class to the same alternate range:



The employee shall move to the same alternate range and retain
his/her salary rate and salary adjustment anniversary date.
Example: MTA, CF, Range J to MTA, CF, Range J'

Upon movement to another RO6 class with exactly the same
alternate range:
To determine the new ("to") appointment salary rate, Range J and
Range K employees will move from the appropriate rate in Range A
or Range B by reducing the based-on salary rate by one step (5%).
Apply the appropriate salary rule application to this reduced rate
(other special pays and/or pay differentials, etc', may come into
plav).
The salary adjustment anniversary date is unaffected by this
process. However, the anniversary date for Ranges A and J is
subject to the Rgq6 apprenticeship provisions and are not governed
by the Department of Personnel Administration anniversary rules.
The new ("to") anniversary date is established based on the
provisions of the new ("to") class, if applicable.

c. PERM¡SSIVE reinstatement to state service after a permanent
break in service into CO, YCO, and Youth Correctional Counselor
classifications:

1. Employees who had a prior appointment in Range 1 or
Range A of CO who have NOT graduated from or completed the
basic academy who are permissively reinstating to state service
after a permanent break in service to the classification of CO shall
only be eligible for appointment to Range 1.
2. Employees who had a prior appointment in Range A of YCO
or Youth Correctional Counselor who have NOT graduated from or
completed the basic academy and site orientation who are
permissively reinstating after a permanent break in state service to
the classification of YCO or Youth Correctional Counselor shall only
be eligible for appointment to Range A.
As part of the Appointing Authority's review of the employee's
eligibility for an incentive increase under the salary ranges, the local
apprenticeship committee shall advise the Appointing Authority if the
employee is meeting the requirements of the apprenticeship
program. This does not preclude the Appointing Authority from
considering other performance factors in approving or denying the
incentive increase.
lf the apprentice desires to appeal the Warden's decision, the
apprentice shall appeal to DPA within thirty (30) calendar days after
receipt of the Warden's written decision. DPA shall respond to the
apprentice within twenty (20) calendar days after receipt of the
appeal.
lf the apprentice is not satisfied with DPA's written decision, the
apprentice may request CCPOA to appeal the decision, on the
apprentice's behalf, within fifteen (15) calendar days of receipt of
DPA's decision. The arbitration process shall follow the rules of the
MOU Article Vl.



Feetnete 1,
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Management Proposal
Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject ARTICLE 15: SALARIES

15.02 Recruitment Incentive
Housinq Stipend

A. In recognition of recruitment and retention problems, the parties agree that effective Julv 1,
2007.1 the State shall provide a$++g+er-men+n the followino housing stipendg:

1) $175 per month for MTA'S emploved at Salinas Vallev Psvchiatr ic Prooram; 2 and

2) $500 per month for al l  CDCR emplovees emploved at the San Quentin, Correctional
Train'illg Facility (CTFi A¡d Salinas Valley State Prison (SVSP)3.

empleyees empleyed at Salinas Valley State Prisen (SVSP),

€-E This housing stipend shall be part of the employee's normal check for permanent full-time
and permanent part-time employees, but shall not be included for purposes of computing
benefits ( including, but not l imited to, PERS calculations) andior addit ional compensation. In
terms of withholding for tax purposes, this stipend shall be subject to the same withholding
rules as the normal checks. The housing stipend shall  be applicable for each ful l  pay period
of employment at the eligible facilities or offices.

+.C. In order to receive this housing stipend, an employee must make a commitment to stay at the
eligible facilities or offices through June 30 of each eligible year.

E-8 The parties agree to reopen this section in regard to new facilities and/or institutions.

eE. Employees on IDL shall  continue to receive this st ipend.

Recruitment and Retention lncentives

É When GÐG CDCR or DMH believes a recruitment or retention problem exists in a specific
@hey agree to request that DPA authorize a @
incentive for the affected location unit.

' The increases will be effective retroactive to July 1, 2Q07 for those employees who remained employed at
one of the respective facilities for the time period between July 1 ,2007 and the effective date of the MOU.

' . Note to CCPOA: Salinas Valley Psychiatric Program has been receiving the $175 per month housing stipend.>
t .Note to CCPOA: Salinas Valley State Prison has been receiving the $175 housing stipend pursuant to flB. Only
new language to this section is underlined.>



MANAGEMENT PROPOSAL

Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject: ARTICLE l5: SALARIES

I 5.08 Night Sh¡ft DifferentialMeekend Differential

Nisht Shift Differential
A. Employees who work four (4) or more hours of a scheduled work shift falling between 6

p.m. and 6 a.m., and who are in a class listed below, shall receive a 50 cents shift pay
differential per hour.

CLASS TITLE CLASS SCHEM

Correctional Counselor I

Correctional Officer

Youth Correctional Officer

Medical Technical Assistant CF

Youth Correctional Counselor

¡¡t" Captain fighter, Cl

9904

9662

9579

8217

9581

9001

XS4O

WYsO

WU9O

wz25

WU65

vz38

Effective Julv 1, 2007. or the first pav period after union and leqislature ratification, niqht
shift differential will increase from 50 cents per hour to 75 cents per hour.

Effective Julv 1. 2008, niqht shíft differential will increase from 75 cents per hour to $1.00
Per hour.

Weekend Differential

B. Employees who work four (4) or more hours of a scheduled shift on either a Saturday or
a Sunday, and who are listed in the class above, shall receive 65 cents pay differential
per hour for their scheduled weekend work.
te any ether shifFdifferential already paid¡ and 65 eents per heur fer seeend wateh
emp+toyees=

Effective Julv 1. 2007, or the first pav period after union and leqislature ratification.
weekend shift differential will increase from 65 cents per hour to 90 cents per hour.

Effective Julv 1. 2008, weekend shift differential will increase from 90 cents per hour to
$1.25 per hour.

Weekend shift differentials are not to be combined with niqht shift differential. lf an
emplovee is currentlv receivino niqht shift differential, he/she is onlv entitled to the
additional amount up to the total weekend differential shift amount.



MANAGEMENT PROPOSAL

Date:Bargaining Unit: 6

Exclusive Representative: CGPOA

Subject: ARTICLE 15: SALARIES

15.13 Recruitment - Avenal, lronwood,
Gentinela State Prisons

Ghuckawalla Valley, Galipatria, and

A. Employees who are employed at Avenal, Calipatria. Centinela, lronwood, or
Chuckawalla Valley State Prisons, CÐG CDCR, for twelve (12) consecutive
qualifying pay periods, shall be eligible for a recruitment and retention bonus of
92,400, payable thirty (30) days following the completion of the twelve (12)
consecutive qualifying pay periods.

B. lf an employee voluntarily terminates, transfers, or is discharged prior to completing
twelve (12) consecutive pay periods at Avenal, Calipatria, Centinela. lronwood, or
Chuckawalla Valley State Prisons, there will be no pro rata payment for those
months at either facility.

C. lf an employee is mandatorily transferred by the Department, he/she shall be eligible
for a pro rata share for those months served.

D. lf an employee promotes to a different facility, or department other than Avenal,
Calipatria, Centinela, lronwood, or Chuckawalla Valley State Prison, prior to

. completion of the twelve (12) consecutive qualifying pay periods, there shall be no
pro rata of this recruitment and retention bonus. After completing the twelve (12)
consecutive qualifying pay periods, an employee who promotes within the
Department will be entitled to a pro rata share of the existing retention bonus.

E. Part-time and intermittent employees shall receive a pro rata share of the annual
recruitment and retention differential based on the total number of hours worked,
excluding overtime, during the twelve (12) consecutive qualifying pay periods.

F. Annual recruitment and retention payments shall not be considered as
compensation for purposes of retirement contributions.

G. lf the State plans to make any changes to this section prior to the expiration of the
MOU, they shall Meet and Confer with CCPOA over the impact of such change.

H. Employees on IDL shall continue to receive this stipend.

¡. lf an employee is granted a leave of absence, the employee will not accrue time
towards the twelve (12) qualifying pay periods, but the employee shall not be
required to start the calculation of the twelve (12) qualifying pay periods all over.
For example, if an employee has worked four (4) months at a qualifying institution,
and then takes six (6) months maternity leave, the employee will have only eight (8)
additional qualifying pay periods before receiving the initial payment of $2,400.

$2, 100 per year benus inte a menthl" stipend, This eemmittee shall render its
findings þy June 30, 1998, Upen eempletien ef the study; the parties may agreè te
reepen+nis-seetien=



empleyed fer twe (2) eenseeutive qualifying pay perieds (May and June 1998); shall

fellewing-the eempletien ef the June 1998 Pay peries,

tK- Effective July 1 ,20071 4€98, CDCR employees who are employed at €a{ipatia
State Prisen; GÐG Salinas Vallev State Prison, CorrectionalTraininq Facilitv, Hiqh
Desert State Prison and California Correctional Center (excludinq æmÞs). for twelve
(12) consecutive qualifying pay periods shall be eligible for a recruitment and
retention bonus of 92,400, payable thirty (30) days following the completion of the
twelve (12) consecutive qualifying pay periods. The provisions of B. through l.
above shall apPly.

M, Effeetive July 1, 1999, empleyees whe are empleyed at Centinela Stete Prlsen;

reeruitment and retentien benus ef $2; 100; payable thirty (30) days fellewing the

1 The effective date is retroactive to July 1,2007 only for those employees who remained employed at one of

the listed facilities for the time period between July 1, 2007 and the effective date of the MOU.



MANAGEMENT PROPOSAL

Date:Bargaining Unit :  6

Exclusive Representative: CCPOA

Subject: ARTICLE 24 ÇYA DJJ YOUTH CORRECTIONAL COUNSELORS (YCC) & YOUTH
coRRECTTONAL OFFICERS (YCO)

-i{9"1

GY^-agrees that institutienal pepulatien will be distributed and þalaneed in a manner that will

eperatienal needs and eenstraints, Fer purpeses ef eeunting pests; the first wateh YCO(s) de/dees

POPUTATION W

W
W

W
@
W
W

5-P€st

6 Post
6+€s+
7 Pest
8+os+
9+€st

s+a+e¿+n+ne+e+lewing-fianneÊ

POPUTATION
W
UNITS

W
W
W
W
W

4 Pest

5 Pest

ær
7 Pest

7 Pest



POPULIJ+HSN
W
UNITS

W 8-P€s+

G, In erder te enhanee safety, CYA agrees te plaee wards en living units in a manner
whieh maximizes YCC pesting patterns and is based en the wards age and
i ign
ineeming wards te a unit that is at the breakfeint ef 65 in epen derms and 85 in

peint, Hewever, sheuld a ward pese sueh a safety eeneern' sueh as; a threat er/and

e

"sleepers," "wards in transitien," "eentraefwards" er any ether deviee te artifieially

+€n

ieieus

ward en a living unit rester, thatr¡vard is en-the living unit-pepulatien fer purpeses ef
YGG pesting, Ward+en eeuÉfurleugh statues are net en living unit resters fer
Burpeses et tn¡s se
within 24,0 | Â and 24,0 | B, the methedelegy ef inereases by inerements ef ten (10)

regvan+snits(s|

evererewding as it relates te the utilizatien ef nentraditienal living areas fer the

@
F, GYA agrees that the minimum staffing will þe 5 pestsjer an Open Ðerm tiving Unit

right te med¡fy the s
appçeøi

G, GYA agrees te Meet and Genfer with CCPOA within ninety (90) day+ef the
rat¡tieat¡en et tn ien-

ien'

¡\PPENÞIX ITEM #11 Addendum Te Seetien 24-04
ievaÊÊes'



(DPA Ne, 93 06 0359)-GGPOÂ ARB Ne=30337 (ÐPA Ne, 96 06 0485); CCPOA ARB Ne' 30265
(ÐPA gB 06 0358) and GGPOÂ ARB Ne, 11900 (ÐPÂ Ne, Unknewn), The parties enter this

€os+s=

1, The parties will immediately eemply with and enferee Seetien 12,08 with the text
is-

3, The term ef this Agreement is frem the mement it is signed þy the atterneys fer eaeh
party threugh June

pfe€ess;

4, The parties reeegnize the diffieultrin implementing a staffing agreernent (pesting
fermula) whieh was net ineerperated inte previess MOUs, The parties will meet at

signing this ag ies=

5, The text ef the new Seetien 12,09" is attaehed herete as Attaehment A and hereby
i

6, lrnmediately upen signing ef this Agreement' all eutstanding grievanees eiting
12,08* YêG pesting vielatiens arising frem any-previeus MOU shall be returned te a
third level grievanee eenferenee upen diseevery þy the parties, The parties agree

Other eentraet vielatiens er suþsequent remedies seught þy the grievant shall þe
M

SIÞEtETTER #16 REGARÞING EYA TIVING UNIT STAFFINE

to+he+€€+€s¡



Management ProPosal
Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject: ARTICLE 24: GYA DJJ YOUTH GORRECTIONAL COUNSELORS (YCc) & YOUTH
coRRECTTONAL OFF¡CERS (YCO)

24.05 _ CCs Preferred Watch/Reqular Davs Off bv Senioritv

A. Shift Assionments bv Senioritv (Watch/Reqular Davs Off Preference):

There shall be seventv percent (70%) of the Youth Correctional Counselor (YCC) watch and
ar Dav Off (RDO) assiqnments in the CDCR's D¡vision of Juveni|eJ

ãcbrdinq to senioritv at each facilitv. Emplovee participation in the watch/RDO preference

selection process is voluntarv. For purposes of this section. the term "assignment" is
svnonymous with the term "position."

Watch and RDO Assiqnments bv Senioritv:

1. Upon mutuallv aqreed upon dates, CDCR manaqement and the CGPOA will conduct a
series of planninq and implementation meetinqs in Sacramento to discuss the
watch/RDO process.

2. Within ninety (90) davs of ratification of this MOU, seventv percent (70%) of the YCC-npo 
a¡s¡qnments on ea

excludinq alìv camp, communitv correctionalfacilitv, parole reqion, or headquarters
div'lsion añd ihirtv percent (30%) shall be assisned at CDCR manaqement's discretion.

3. This section is limited to YCCs with permanent, full{ime status who are permanentlv
ass¡oned to and workinq at a facilitv. Elioible emplovees mav participate onlv.i!1 their
facilitvb watch/RDO preference selection process. Apprentices are excluded from the
riqhts and privileqes of this section.

4. lmplementation Phase

a) On each watch, seventv percent (70%) of allwatch/RDO assiqnments will be
filled on a senioritv basis. CDCR management at each facilitv; in coniunction
with the Local CCPOA Chapter President, will calculate this number.

b) Sen¡oritv Scores shall be posted at a location to be determined and
communicated bv the Superintendent.

c) The standard forms and procedures for assiqnment of senioritv watch/RDO's
will be discussed in the planninq and implementation meetings in Sacramento.

d) Failure of an emplovee to complete a watch/RDO preference will result in the
emplovee beino assiqned at CDCR manaoement's discretion without reqard to
watch, RDOs or starlstop times. This assiqnment, however, shall not count
towards CDCR's 30%.



2.

e) The initial watch/RDO assiqnments will be published bv and available at the
facilitv.

Maintenance Phase

After the initial watch/RDO assignments have been made, the followinq steps will be
adhered to reqardinq maintenance of the svstem:

a) In order to participate in and maintain preference riqhts and privileqes under this
section, the emplovee must maintain standard or better over-all performance

ratinqs, and be free from Adverse Personnel Actions for the precedinq three (3)

vears, unless a specific exemption is made by the appointing power.

b) An othen¡vise eliqible emplovee absent from the worksite during the preference

selection process for such reasons as NDl, Workers' Compensation, leave of
absence. annual militarv leave, etc., mav participate in the process. Emplovees
who are successful in obtaininq a watch/RDO assiqnment must assume the
duties of such watchiRDO within one (1) vear of the postinq of the preference

selection results. Until such time as the emplovee occupies the watch/RDO
assiqnment, it temporarilv reverts to the conditional bid process.

ln the event the emplovee is unable to assume the duties of the watch/RDO
assiqnment within one (1) vear, the emplovee wil l  be assioned at CDCR
manaoement's discretion. This assiqnment, however, shall not count towards
CDCR's 30%.

c) Submissions for watch/RDO preference will be conducted on a continual basis
in coniunction with 70/30 watch/RDO preference requests'

d) Upon completion of the apprenticeship period, an otherwise eliqible emplovee
mav submit, in writino, his/her senioritv watch/RDO preference request as
senioritv watch/RDO's become vacant. The mgst senior, eliqible, emplovee
requestino the senioritv watch/RDO shall be assioned to it. Once assiqned, the
emplovee shall remain in that watch/RDO untilthe next watch/RDO bid.

e) Nothino in this section abridqes CDCR manaoement's riqht to determine if an
emplovee possesses the requisite knowledqe, sKills. abilities and other
necessarv and desirable qualifications for an assiqnment.

f) lf for some reason other than specified above, it becomes necessary to iob
chanqe an emplovee who has exercised his/her watch/RDO preference, that
emplovee shall be iob chanqed to a new position possessinq the same RDOs
on the same watch.

g) Assiqned RDOs will not normallv be realiqned. lf RDO realiqnment becomes
necessary based upon an operational need. CDCR manaoement will meet and
discuss anv potential changes with CCPOA prior to implementation of such
realiqnment. A realiqnment of watch/RDO preference requests mav be
conducted at anv time. however. upon mutual aqreement of the Superintendent
and the Local CCPOA Chapter President.



h) For purposes of expressinq an watch/RDO preference assignment, the Chief
Job Steward shall be qiven "sr.ürer" senioritv in order to select an assionment
with Saturdavs and Sundavs off, if he/she so chooses.

3. Challenqinq Senioritv Dates

a) Emplovees alleqinq senioritv scores computed in error shall submit the complaint to
the Superintendent or his/her designee for resolution within fifteen (15) calendar
davs of the posting of senioritv scores. The Superintendent's or his/her designee's
decision shall be final.

b) Errors in the postinq of the senioritv scores pursuant to subsection A(4Xb) above
will result in the adiustment of the emplovee's senioritv score at his/her facilitv. lf
the timing is such that selections and assiqnments have been made, the emplovee
shall have a riqht to his/her preferred watch/RDO selection, if the corrected senioritv
score results in that watch/RDO placement.

c) Placement of an emplovee in a watch/RDO assiqnment due to the discoverv and
correction of a senioritv score shall not be grievable bv the emplovee being
replaced. However, that emplovee will qo back on the waitinq list for the next
available watch/RDO slot matchino his/her preference request.

4. Disputes

All disputes concerninq the watch/RDO preference selection process that are unable to be
resolved at the local level shall be directed to the Joint Labor/Manasement Committee for
final resolution, as the final level of review. The Joint Labor/Manasement Committee shall
be comprised with equal representation of three (3) persons appointed bv the CDCR
Secretarv and CCPOA. respectivelv. Disputes will be resolved bv maioritv vote.

A, There shall þe seventy pereent-(70olo) ef the YGG assignments in CYA alletted

whe þids te a leek up unit eannet remain lenger than twe (2) year+witheut a

Pregrams (SOP), and Speeial Geunseling Pregrams (SCP); shall make a eemmitment
@

in

lf there is ne-intereslin the vaeant "senierity" shift assignment; management shall fill{he
assi

ing
vaeaneies' shall remain in effeeL

Management shall-have the diseretien te review and re designate the seleeted shift
assignments, Nethin

in-an
a+gitra¡V-er+aøeieus-manne+



GY¡\ agrees-net te alter existing "day eff' patterns; unless the Chapter President and
the+\ppeinting r\utherity mutually agree te de se'

C, lf the leeal GGPOA Chief Jeb Steward is a YCê; the Department will held ene (1)

vaeant will revert te eenditienal bid,

D, When an ernpleyee requests, leeal management may appreve an exemPtien te the time
frame+in+aragraph A, aþeve- This will enly þe dene en an exeePtien þasis,

+e+tewins-wü-€€€u+

1, The leeal Ghief Jeb Steward and the impaeted empleyee must þe netified in
writing prier-te the ehange as tethe speeifie reasens fer the ehange,

vaeant senierity bid pesitien, er (e) request plaeemenland þe plaeed in a

step times as the empleyee's eriginal bid pesitien, In this latter ease; the
empleyee may net remain in the management pesitien lenger than twelve (12)

F, Ne later than April 1, 2002, all faeilities-with the ITP; SOP; SGP units will have
eempleted the pest and bid implementatien preeess fer YCGs'



MANAGEMENT PROPOSAL

Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject: ARTICLE 27= APPLICATION AND DURATION

27.01 Entire Agreement
A. This Agreement sets forth the full and entlre understanding of the parties regarding

the matters contained herein and supersedes and cancels any and all (1) other prior
or existing understandings or agreements by or between the parties, whether formal
or informal regarding any such matters @ and (2) previous
articulations, understandinqs, interpretations and/or applications of Section 27.01 or
its predecessors. Except as expresslv provided in this Agreement, it is agreed and
understood that each party to this Agreement voluntarily waives its rights to
negot iatewithrespecttoanymatter@coveredinthis
Agreement

With respect to other matters within scope of negotiations, negotiations may be
required during the term of this Agreement as provided in Subsection B. below.

B. The parties agree that the provisions of this subsection shall apply only to matters
which are not covered in this Agreement.

The parties recognize that during the term of this Agreement, it may be necessary
for the State to make changes in areas within the scope of negotiations. Where the
State finds it necessary to make such changes, the State shall notify CCPOA of the
proposed change at least thirly (30) days prior to its scheduled prepes€d
implementation date.

The parties shall undertake negotiations regarding the impact of such changes on
the employees in Unit 6 where all th+ee-(Ð four (4) of the following exist:

1. Where such changes would affect the working conditions of a significant
number of employees in Unit 6;

2. Where the subject matter of the change is within scope of representation
pursuant to the Ralph C. Dills Act; and

3. Where CCPOA timelv requests in writinq to negotiate with the State within
fifteen (15) calendar davs of the postmark or fax transmittal date of the
State's notice of implementation: and

4. Where CCPOA's timelv, written request to neqotiate identifies that
subsections B(1) and (2) above are satisfied.

Failure on the part of CCPOA to request to neqotiate within this time period shall (1)
constitute a waiver of CGPOA's rioht to neqotiate prior to implementation, (2) relieve
the State of anv such barqaininq oblioation and (3) entitle the State to implement the
chanqe(s) as noticed.



Agreements reached as a result of
this section are neither arbitrable nor zipped into this MOU. Consistent with This
section. these aqreements mav be modified to meet the operational needs of the
Departments as determined bv the State.

All aqreements neootiated prior to the effective date of this MOU pursuant to the
Entire Aqreement qlause of previous MOUs (includinq 27.01/19.01 or their
predecessors) or the Ralph C. Dills Act and all stipulated awards, whether confirmed
or not. are no lonoer part of this MOU and are considered non-arbitrable policies
that have been unzipped in their entiretv.

Once the State has noticed CCPOA pursuant to the Entire Agreement clause of this
e MOU (See+ien++S¡l and @ CCPOA timelv has
requested to neqotiate within fifteen (15) calendar davs of the postmark or fax
transmittal date of the State's notice of implementation, fer infermatien' whieh is
relevant te the issue netieed; the State and CCPOA agree to mutually engage in
good faith bargaining for af-least-a th+*V-{eq day the period of time remaininq before
the State's noticed implementation date. This, in part, means each side will Meet
and Confer as often as necessary to potentially reach agreement. Both sides agree
to work extended hours if necessary. lf after the expiration of the $+Éy{gqaay
ealenda+ period of time remaininq before the State's noticed implementation date,
the parties have failed to come to an agreement, the State may unilaterally
implement the proposed change, including any items tentatively agreed upon up to
that point in bargaining, without engaging in the Dil ls Act impasse procedures.
Unilateral implementation does not mean that the parties cannot continue meeting
and conferring through to agreement, if possible.
CCPOA reasonablv mav request information which is relevant to the issue noticed
and the State. in qood faith. shall use its best efforts to fulfill such reasonable and
relevant information requests. lf the State believes CCPOA's information request to
be unreasonable, or if CCPOA believes the State's response to an information
request to be unreasonable, the "grieved party" may request to meet with the

lf the Breblem remains unreselved, either pafty may request the interventien ef the
CDCR Secretary and/or his/her desiqnee

t}nder€e€re+aqf, who shall determine the issue.
lf either party believes the other party to be engaged in bad faith bargaining, either
party may take the issue to the CDCR Agen€y Secretary
Nothing in this Agreement will prevent either party from filing a complaint with
PERB.
The CDCR/DMH and CCPOA agree that the Meet and Confer process has at times
been viewed as cumbersome and inefficient. In an effort to modify this perception,
the CDCR/DMH and CCPOA agree to the following:

[1 Explanatory note to CCPOA: The language of this Subsection (C) incorporates existing language from
Side Letter #10. As such, only modifications to the Side Letter #10 language appear in underline and
strikethrough.l

[2 Explanatory note to CCPOA: The language of this Subsection (D) incorporates existing language from
Side Letter #8. As such, only modifications to the Side Letter #8 language appear in underline and
strikethrough.l

c l .

D2.



E.

During the term of the MOU, in the event the CDCR/DMH finds it necessary to make
changes in areas within the scope of negotiations, and also believes that it has a
businèss necessity to expedite the standard procedure for noticing CCPOA of such
changes, or believes that the proposed change wil l have a diminimus impact on
emplóyees in Unit 6, then the CDCR/DMH may notify CCPOA and request a waiver
of the thirty-day notice requirement and/or the necessity to Meet and Confer over
the proposed change.

ccPoA is cognizant of the need of the CDCRiDMH to move quickly to
implementation in some circumstances. Further, CCPOA is cognizant of the need
to avoid unnecessary or excessive meetings on diminimus matters. On
impbmen+a+¡en-e++ This procedure could be-
result in W waiver of the right to Meet and Confer; deferral to local negotiations, or
waive¡ fer implementation, but with post-implementation Meet and Confer over
impact. The potential flexibility inherent in these procedures will meet the needs of
the CDCR/DMH and CCPOA.

The CDCR/DMH Chief of Labor Relations or the CDCR/DMH Assistant Chief of
Labor Relations will contact the CCPOA representative, as described below, and
provide the following information regarding the proposed change: The nature of the
proposed change, location of the proposed change, the proposed implementation
date for such change, and an explanation why the proposed change is appropriate
for notice under this Agreement.

CCpOA agrees to provide to CDCR/DMH a prioritized list of CCPOA employees to
whom teleþhonic notice may be conveyed under this procedure. The CDCR/DMH
agrees to provide notice to the highest listed individualwho is available to take the
call. This telephonic contact must then be confirmed in writing by both the
CDCR/DMH and CCPOA.

This expedited procedure does not apply to matters covered by the MOU'

lf the parties are in disagreement as to whether a proposed change is subject to this
s+¡þsection, such disagreement may be submitted to the arbitration procedure for
resolution. The arbitrator's decision shall be binding.

Consistent with the express terms of this section, l1n the event negotiations on the
proposed change are undertaken, any impasse which arises may be submitted to
mediation pursuant to Section 3518 of the Ralph C' Dil ls Act.

Unless otherwise provided herein, or unless changed by mutual agreement, there
shall be no diminution of existing wage rates and substantial monetary employee
benefits during the term of this Agreement. Provided, however, the parties agree to
qMeet and sÇonfer over alternatives to layoff and/or other unforeseen economic
crises.

F.

G.



S|ÐEtETTER #8 Regarding Seetien 27-01 Netiee RequiremenEs

The GDG and GGPOA agree that the Meet and Genfer preeess has at times been viewed as

t+e+ettewin+

within the seepe ef negetiatiens'. and alse þelieves that iÈtras a þusiness-neeessity te exPedite the
stanCard preeedure fer netieing GGPOÂ eËsueh ehangesrer þelieves that the prepesed ehange
will have a diminimus impaet en empleyees in Unit 6; then the GÐC may netify GCPOÂ and

@

e¡rcumstanees, Further, GGPOA is eegnizant ef the need te aveid unneeessary er exeessive

waiverJer implementatien, þut Meet and Genfer ever impaet, The petentialflexiþility inherent in
these preeedures will meet the needs ef the CDC and GCPOÂ'
The CDG Chief ef taþer Relatiens er the GÐG Âssistant Ghief ef taber Relatiens will eentaeÈthe

prepesed ehange: T
prepese+¡mplernentatien date fer sueh ehange, and an explanatien why the prepesed €hange is

GGPOA agrees te previde te GÐG a prieritized list ef GGPOA empleyees te wt+em telePheniÊ
n€+i€e-mat be eenveyed unde

This exBedited preeedure dees net apply te matters eevered þy the MOU,

27-p+
The Settlement Âgreement þetween GGPO& DPÂ and GÐG; dated JanuarY 7; 1990r regarding

this Agreement pursuant te paragraPh g ef Arbitrater Kathy Kelly's Award:

Ag+eemefl+4

a thirty (30) day peried ef time, This, in part, means eaeh side will Meet and Cenfer as eften as

lf after the expiratien ef the thirty (30) day ealendar peried' the paÉies have failed te eeme te an
agreementrthe State may unilaterally implement the prepesed ehange; ineluding any items
tentat¡vely agreed upen up te that peint in bargaining; witheut engaging¡in the Ðills Âet impasse

lf the State þelieves GGPOA's infermatien request-te þe unreasenaþle; epif CCPOA þelieves the

[3 Explanatory note to CCPOA: Language incorporated into Subsection (D), supra, with noted modifications.]

[a Explanatory note to CCPOA: Language incorporated into Subsection (C), supra, with noted modifications.]



State's respense te an infermatien request te þe unreasenable; the "grieved party" may request te

the preþlem remains unreselvedt either party may request the interventien ef the Yeuth and r\dult
issue=

lf either party believes the ether party te be engaged in bad faith bargaining; either party may take
the issue te the Âgeney Seeretary er Underseeretary, Nething in this Agreement will prevent either



MANAGEMENT PROPOSAL

Bargaining Unit: 6 Date:

Exclusive Representative: CCPOA

Subject: ARTICLE 27: APPLICATION AND DURATION

27.03 Term
A. Unless a specific provision provides for a different effective date, the terms of this

Contract shall go into effect following ratification by the union and the legislature,
and shall remain in full force and effect through and including .Ju$4;2€06- June
3 0 , 2 0 1 0 .

B, The parties agree en Mareh 1, 2003' te reepen the eentraet te negetiate the
ø+tewingp+evtsiens'

L Seetien 13,01 Health Benefit Plan and 13,02 ÐentalA/isien ERISA Trust,

The Union reserves the right to reopen negotiations after March 1, 20€6 2010.



Management ProPosal
Bargaining Unit: 6 Date:

Exclusive Representative: CGPOA

Subject: SIDELETTERS

Sf DELETTER #4 - Regarding 10.02 And 15.12 - 998 Agreement

¡ The STD Form 634, Time Worked Report, will no longer be used at CDCR and{he€ÐC
Form 9984 will be used in its place.

. Employees whose attendance is captured by the PPAS system will be issued on payday a
computer generated GÐ€ Form 9984, attached to their pay warrant for each pay period.
Employees will submit the fully executed form, including any supporting documentation
necessary, to the PPAS Timekeeper by payday or no later than close of business the third
working day of the following pay period. An employee is only required to post and submit
the GÐG form 9984 to the PPAS Timekeeper when the employee has used any of the
following leave credits:

Catastrophic Time Redpient

Jury Duty-

Non-lndustrial Leave

Sick Leave (Death)-

Subpoenaed Witness**

On Workers Compensation Any other Leave Gi€dits usedin{ieu+f+ie*-leave

* Must include supporling document with the GÐ9Form 9984

** Only for non-party or non-State subpoenaed witness

The computer generated GÐG Form 9984 will display only the last four digits of the employee's
social security number.

r Employees whose attendance is not captured on the PPAS, such as Correctional Counselor
ls and lls (Spec), MTAs, and Firefighters are required to manually complete a CÐê Form
ggSA for all leave credits used and/or for all additional hours worked during the pay period.
Employees will submit the fully executed form to Personnel by payday or no later than close
of business the third working day of the following pay period. Upon inclusion of a new
classification into the PPAS system, employees will comply with the agreement outlined for
the automated êÐG Form 9984.

. In instances where the employee fails to comply with the requirements outlined above, the
CDCR may initiate the Accounts Receivable procedures outlined in Section 15.12,
OverpaymenVPayroll Errors, of the Bargaining Unit 6 Memorandum of Understanding on or
after the fifth working day of the new pay period.

o lt is agreed that when employees have insufficient leave credits to cover an absence, CDC
may charge off the leave in the following order without prior notification to the employee:

Bereavement Leave*

Extended Military Leave*

Military Leave*

Sick Leave (Self)

Sick Leave (Family)



I nsufficient Sick Leave

lnsufficient Vacation

Insuffìcient Holiday

Insufficient Excess

Holiday, Vacation, PLP, Excess, then Dock

Holiday, PLP, Excess, then Dock

Vacation, PLP, Excess, then Dock

Holiday, Vacation, PLP, then Dock

¡en'

. lt is agreeei that if in the future any preblems arise regarding the implementatien ef the GDG

The implementation of the State Controller's Office 21'' Centurv proiect (new pavroll svs
mav have an effect on this sideletter. lt is aqreed that should implementation of the 21s'
Centurv proiect conflict with this sideletter. this sideletter will no lonqer be applicable.


